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ABSTRACT 
Labour relations refer to the activities which lead to 
the settlement of the terms and conditions under which the 
employees will work for their employer. Tn a continuously changing 
socio-economic environment these activities form the basis of a 
constructive solution between conflicting objectives and expec-
tations of employees and employer. Industrial relations is the 
composite result of the attitudes and approaches of employers and 
employees towards each other with regard to planning, supervision» 
direction and coordination of the activities of an organisation 
with a minimum of human effort and friction. 
In any scheme of labour relations, there are three key-
participants- the workers and their organisations, the employers 
and thei*" organisations and the governments. The present study 
entitled. "A study of labour relations in the U.P. State public 
enterprises attempts to make a detailed, comprehensive and 
systematic analysis of labour relations with a view to make 
this sector of U.P. economically more viable. It is in this 
context of the role of these three components of labour relations 
that the present study is of paramount significance. 
The labour force in most of the public enterprises In 
U.P, is drawn from rural areas and belong to socially and economic-
ally back\*/ard classes and castes. There is a feeling among the 
labourers that they make tangible contribution to production 
they are not adequately rewarded as compared to management 
group who gets special welfare facilities. No attention is 
paid to welfare measures and working conditions for labour. 
The matters relating to internal mobility such as tt^ ansf ers, 
promotions, and demotions also cause discontentment in the 
working force. In view of the public enterprises which ere 
regarded to be model emDloyers in terms of their committment 
to employees welfare etc. The real situation in U,P. J^ tate 
enterprises is not good. Hence, an attempt has been made to 
study labour relations in some selected public enterprises 
of Uttar Pradesh and this study is based on the following 
objectives : 
1) To study the growth and development of public sector enterprises 
in Uttar Pradesh. 
2) To review the labour legislations of Uttar Pradesh, 
3) To study the problems and remedies of industrial disputes in 
the public sector enterprises of Uttar Pradesh, 
A ) To examine the role of trade unions in Uttar Pradesh, 
5) To study the labour relations in U,P.S.T.C, Kashipur, Nainital, 
6) To study the labour relations in HTPS Kasimpur, Aligarh. 
7) To examine the workers attitude towards the facilities prov-
ided in HTPS, Kasimpur,Aligarh, 
8) To identify the problems of workers and suggest suitable 
measures for the improvement of labour relations in the 
public sector enterprises of Uttar Pradesh, 
To conduct the present study following steps are taken 
1, Secondary data related to the topic was collected from 
the different organisations, published and urioublished report^^ 
2, Primary data were collected by conducting a survey of 
workers, trade union leaders and officers of the two public 
sector units of Uttar Pradesh viz, U.P.S.T.C. Kashipur Nainital 
and HTPS, Kasimpur, Aligarh with the help of desi^med question-
naire in order to understand the attitude of v/orkers towards 
labour relations, 
3, To get these informations, repeated visits were made to UP'^ TG, 
Kashipur unit and HTPS, Kasimpur. 
h. Finally, these data were clasfified, tabulated, analysed 
and edited. 
Public enterprises in Uttar Pradesh attained a place of 
pride with their proliferation in expansion of a rate which is 
unique unprecedented in the economic history of the state and 
has set the pace of economic development in the right direction. 
The state enterprises in Uttar Pradesh consist of 53 corporations 
registered under the comiDanies Act and 8 corooratlons and 
Boards were set up under separate statute. There were 10 enter-
prises by the end of 1967 and 17 by the end of 1972. Their number 
rose to 53 in 1977 and further to 61 in 1988, Beside.*^ , there 
are 24 subsidiary conpanies of these corporations. The U,P. 
state enter-orises are mainly functioning in the area of devel-
opmental and promotional activities unlike the central public 
sector units which are predominantly manufacturing and trading 
in nature. 
Major enterprises under manufacturing group are sugar, 
textile, cement and autotractors. In the service sector there are 
8 enterprises like UPSRTG, Jal Nigam, Warehousing Corporation 
^tc. There are 3 enterprises in the financial and promotional 
category namely UPFC, PICKUP, and Panchayati Raj Vitta Nigam« 
There are 17 sectoral development corporations v;hich have 
been established to cater the specific needs of the different 
sectors of the industry in the state. Por the development of 
economically v/eaker sections, 5 Corporations have been set up 
and anothpr 5 units were established for construction sector. 
At the end of 1986-87, the total government investment 
in the form of equity capital and loans in all public sector 
enterprises has been of the order of R3. 5694 crores and 
institutional finance which has been mobilised by thesa enter-
prises was of the order of Rs. 1793 crores. Thus, the total 
investment in all these enterprises was nearly Rs. 7487 crores. 
Energy sector has lion share of 80,7 % of the total state 
government investment, manufacturing and service enterprises 
account for 7.85 % and 4.89^  respectively. The remaining 6*65% has 
been invested in the 42 enterprises. The total employment in the 
state enterprises in 1988 was approximately 2.4 lacs, of this 
more than 40«>^  was shared by energy sector, 26c 3% was shown by 
service sector enterprises and 21.8?o was shown by manafacturing 
enterprises. About 0,25 lakh persons were employed by the 
the subsidiaries. Thus it can be said that the U.P.. state 
Public enterprises have provided employment opoortunities 
for a large number of people in the state. 
Prom the above noted facts it can be observed that 
the state government is taking keen interest in the development 
and grov/th of publ ic sector with a view to create socialistic 
pattern of society. Since the task of industrialising the state 
has been entrusted to the public sector, it must therefore, 
emerge as a model employer and evolve best tradition for 
maintaining good industrial relations. 
In this context it is interesting to note that the 
government has enacted many labour legislations. But merely 
legislation of laws will not serve the purpose unless and untill 
they are implemented in an objective spirit. No doubt, the 
existing labour legislations are very much comprehensive but the 
government could not constitute an effective and efficient 
machinery with a view to prevent violation ox laws. Therefore, 
the need of the hour is to implement them properly with a 
view to ensure desirable nrotection to the workers. Further 
more enactment of labour legislations must be a continuous 
process in order to keep them upto date to conform to the 
changes in the socio-economic conditions. Keeping this 
notion in mind, an attempt has been made in the fourth 
chapter to examine the grov/th of trade unionism in the public 
sector units of Utter Pradesh. 
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The inability of the government and the economic 
disabilities of the poor labour class ^o protect their economic 
interest are the justification for the growth of trade unionism. 
It has been observed that trade unions of Uttar Pradesh 
are ineffective and weak both financially and structurally, 
The trade unions in the state could not undertake any welfare 
scheme for the workers due to poor economic conditions, low 
membership and inter union rivalries. The number of trade unions 
increased from 2A88 in 1983 to 3102 in 198B shoving an overall 
rise of 2k»l% similarly the membership increased from 9,45,570 in 
1983 to 12,32,^35 in 1988, indicating an increase of 3O 5^. But 
trade union movement in U,P, had various setbacks and could not be 
developed on the pattern it ought to be developed. Therefore, 
efforts are required to nave the way to unions to grow in a healthy 
environment. The unions must be made capable to do more functions ^  
to nrotect the interest of workers and to exercise a dominant 
role in the welfare of the workers. 
One of the parameters for observing the labour relations 
in industries is the study of industrial disputes. Now, the 
workers have realized their importance and regard themselves 
as a precious assest of the enterprises and therefore they 
demand better socio-economic standard of living, Tcxiay, they 
are not ready to accept that they are downtrodden sections of the 
socie ty but they feel themselves as a productive par tner of 
the en te rp r i se and hence they claim equal sharing in the 
increased product iv i ty which the management resents and r e s i s t s 
the f ight and s t ruggle of the labour. Hence, the labour i s he lp-
less to p ro tec t i t s e l f from the educated and arrogant managers 
of the Public Sector undertakings. With a view to sa-^e themselves 
from exp lo i t a t ion . They have to c a l l for in 1979 s t r i k e s . The t o t a l 
number of i ndus t r i a l disputes took place in Uttar Pradesh were 
213 hut t h e i r number came down to 88 in 1988 indicat ing an 
overal l decl ine of 58.7 %> S imi la r ly , the Involvement of workers 
in indus t r i a l disputes declined from 2.52 lakhs in'^979 to 0.A6 
lakh in 1988 showing a decrease of 81o7?i). But the t o t a l oandays 
l o s t went up from 15.40 lakh in 1979 to 17.08 lakhs in 1988, 
represent ing an increase of 11 %, 
Like wise, the number of i n d u s t r i a l disputes in cen t ra l 
Public en terpr i ses in U.P. declined from 9 in 1980 to 3 in 1986, 
showing a decrease of 66.7 %. S imilar ly the number of workers 
involved in s t r i k e , and lockout came down from 27 thousand in 
1980 to 4 thousand in 1985 accounting a dec l ine of 35% Likewise, 
the mandays l o s t in the public en te rpr i ses declined from 57 
thousand in 1980 to 6 thousand in 1985 U^, by .89.5 %<^ ^n U.P. 
S t a t e Public. Sect o r , the number of i ndus t r i a l diSDutes 
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was 167 in 1980 which cane dovvn to 43 in 1986 ^  accounted a 
decline of 7k%, The number of workers involved also came down from 
85 thousands in 1980 to 21 thousands in 1986, showing a fall 
of 759^ , Likewise, the number of mandays lost declined from 799 
thousands in 1980 to 310 thousands in 1986, accounted e decline 
of 615^ , The causes of industrial disputes in Uttar Pradesh 
Public enterprises have been botmus, d«amess allowance ,incentive, 
overtime, retrenchment and dismissals, of wox^ kers. For the 
settlement of disputes voluntary and statutory measures are 
adopted. The voluntary arrangements comprise, collective 
bargaining, consultative machinery both bipartite and tripartite, 
code of discipline and grievance procedure. Statutory provisions 
refer to enforcement of standing orders and the constitution of 
workers joint committees. As the Industrial Dispute Act provides 
various machineries for the settlement of industrial disputes, 
notable among them are conciliation, arbitration and adjudication. 
It has been rightly said that the government machinery for the 
settlement of industrial disnutes is cumbersome and time 
consuming though more emphasis is laid down on conciliation, 
voluntary arbitration, and adjudication. Reliance on adjudicPetion 
leads the workers and the management to litigation. However, 
some disputes were settled by conciliation and adjudication 
but their performance was not satisfactory because it took long 
period of time i.e. from six months to one year in the settlement 
of disputes. This could well Drove to be a major handicap 
in the future growth of harmonious labour relations in the 
public sector enterprises of Uttar Pradesh. It has also been 
obr^ erved that both v/orkers and union leaders prefer collective 
bargaining and conciliation machinery for the settlement of 
industrial disputes. 
To assess the overall conditions of labour relations 
it can be pointed out that the industrial situation in Uttar 
Pradesh at present gives no serious cause for alarm and can 
even be called exceptional in its normalcy. There are some deep 
undercurrents of dissatLsf action and mutual suspicion that 
could prove corrosive to the industrial climate of the state. 
It is suggested that management of public Sector should prove 
as a model employer by providing some additional facilities 
to workers like recreational and welfare facilities, promotion 
of sports, establishment of cooperative stores, medical centres, 
launching the schemes of education and training. Implementation 
of the scheme of workers participation in management, development 
of bipartite and tripartite consultative machinery, improving 
working conditions, formulating standing orders and constituting 
staff committees and councils. If these measures are undertaken, 
the industrial unrest will come dovm to the maximum extent and 
side by side improve the relations between labour and manrgement. 
Therefore, both management and workers must cooperate and act in 
a v;ay to keep peace and harmony in the organization. 
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In chapter Number six labour relations in U,?» state 
textile corporation, Kashipur has been studied. The UPSTC Kashipur 
is producing about 75 lakh kgs, of yam annually ,valued at about 
te, 18 crores. It is providing employment to about 2850 persons. 
The total investment of the Kashipur unit is Rs. 17 crores,^  
68 % of labour force has migrated from iJ,P» to Kashipur ,815^  
of the total workers in U,P.S.T,C, Kashipur are in the age group 
of 35 years. The caste wise composition of workers is as 22?^  
v/orkers of the total belongs to scheduled castes and scheduled 
tribes, 245^  workers are Brahmins, 189^  workers are Rajputs and 
12?^  are vaishya. 
The workers of UPSTC are very much satisfied with 
the recruitment, training and promotion policies. Besides, they 
are also morierately satisfied with their wages and earnings. The 
provision of social security is not satisfactory. To make this 
scheme more efficientj it is suggested that UPSTC should be 
brought under the jurisdiction of employees state insurance corporate 
ion . 
Effective enforcement of Factory*s Act and Standing 
orders have regulated the working conditions. Humid ification, 
temperature, noise, working in night shifts and increasing number 
of accidents have resulted in labour tumovero The statutory 
provisions for safety are adequate but require effective enfor-
cement. The provision of sanitory facilities like rest shelters, 
first aid ambulance, family planning and welfare, housing, 
recreation,, workers education programme, educational facilities 
for children is satisfactory. But majority of workers are not 
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sa t i s f i ed with the canteen f a c i l i t i e s . 
To keep the workers a t ease and to r e l i eve from 
fatigue a f t e r days of hard work, Picnic p a r t i e s , annual or 
quar ter ly d inner , celebrat ion of f e s t i v a l s , film shows and 
tournaments of d i f fe ren t games should be organised. 
The i ndus t r i a l disputes in U.P.S.T.C. Kashipur, have 
centered around the economic causes, c lose ly followed by 
non-economic causes. The s t r i k e s in the Kashipur spinning mill 
have been of shor ter dura t ion . This may be taken as an indica-
t ion of the fac t tha t labour r e l a t i ons are b e t t e r and more 
harmonious in the uni t under study. Since i t s establish.Tient in 
1977 upt January, 1986, there was complete indus t r i a l peace. 
But a f t e r January 1936, Some distrubances took place which 
caused 2688 mondays l o s s . 
In the Kashipur uni t only one reg i s te red t rade union 
is in existence which is a f f i l i a t e d to TNTUC, I t has been 
found tha t prevention and cura t ive machineries do exis t to 
tackle the problem of i ndus t r i a l disputes but t h e i r functions 
have not been as s a t i s f ac to ry as they should have been. In th i s 
uni t there is a grievance committee but the workers lack fa i th 
in i t and tha t too is not working. There is no scheme of v/orkers 
pa r t i c ina t ion in management, but the management claicfis tha t 
i t has implemented t h i s scheme. 
The management must heln the workers in having healthy 
and strong t rade unions which can protec t them against the 
12 
exploitation of the management. The process of voluntary-
arbitration m-ust be em.nloyed in the settlement of industrial 
disnutes. The concerned parties should be allowed only 3 
months period to arrive at a settlment of disputes through 
negotiation and another 2 months for the process of conciliation 
if negotiations fail. The strikes and luckouts must be prohibited 
in the interest of the enterprise but they should be permissible 
only when all other methods of arbitration, conciliation; and 
persuation have failed. Since a change in the working conditions 
becomes irritant to the labour which creates disharmony between 
labour and management, it must be'incumbent upon the management 
of the unit to give a specific notice of one month duration 
regarding the proposed change to be effected with its advantages. 
Further, it is also suggested that the statutory backing must 
be provided for establishing an effective procedure of grievance 
handling, which should be simple, less cumbersome and flexible 
in order to meet the requirements of changi.ng industrial 
envirnnment. The collective bargaining which has not been 
followed due to lack of faith in it, must be developed for 
the settlement of industrial diputes. Further the management 
and trade unions of the unit should endeavour for mutual 
settlements, negotiations and agreements and there should also 
be an efficient and quick bilateral communication system in 
UPSTC Kashipur so that the workers may have an onen and 
quick ooportunity to discuss their problems, grievances and 
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difficulties with the management. Thus, it can be concltdad that 
if the workers problems are quickly solved, harmonious labour 
relations could be developed which will consequently result 
into the further growth and development of Uttar Pradesh State 
Public enterprises. 
The chapter seventh has been devoted to examine and 
observe the labour attitude towards the facilities provided 
by the Harduaganj T^ gruja^ ^ Pov;er Station, Kasimpur, In H,T,P,S, 
Kasimpur, there are 4121 workers, of v/hlch majority of workers 
is of middle age group i.e. 40-45 years. 63% of the workers 
expressed dissatisfaction regarding training. 725^  of the workers 
criticised the promotion policy of the organisation and reported 
that casteism^nepotism, flattery and bribery are the criterion 
of promotion. 52% of the respondents are dissatisfied with the 
transfer policy of the organisation. They are of the opinion 
that transfer takes place in the organisation as a punishment 
+•0 the employees. Therefore, it is suggested that the management 
should formulate a judicious policy for promotion and transfer. 
The Harduaganj Thermal Power Station is providing 
statutory and non statutory welfare facilities to the workers, 
The statutory facilities are canteen, provident fund, employees 
state insarance contribution, creaches, medical first aid and 
protective measures and equipments etc, and non statutory facili-
ties include housing, transport, health centre, gratuity, educaticr 
facilities, cooperative stores, death relief fund. The workers 
and unions are satisfied with all these facilities except housing, 
medical, cooperative stores and canteen. 100 % of the workers 
are of the opinion that food items in the canteen are of poor 
quality and the prices of the items are very high. In the case of 
medical facilities only 38 % of the workers are satisfied 
and 62^ -^  of the workers are not satisfied with the medical facilitie 
629^  of the workers are not satisfied with the facility of coope-
rative stores, 69 % of the workers are satisfied to some extent 
with the housing facilities5" Therefore, management should take 
effective measures to improve the canteen facilities, medical 
stores, cooperative stores and housing facilities in order to get 
them motivated towards the organisational goals. 100 % of the 
workers and union leaders are satisfied v;ith the over all working: 
conditions and the behaviour of their supervisors. This 
generates a climate of belongingness in the union leaders and 
labour and leads to good labour relations. But it is disheartening 
to note that all the managerial functions are performed by the 
technical emoloyees and the professional managers have been 
deprived of the rights. Therefore, it is suggested that the 
functions of personnel administration and labour relations should 
be entrusted to the professional managers of HTPS, Kasimpur, 
Because of the above reason, 100?^  workers are against the top 
level of management. The workers are of the opinion that top 
management people are very hard and they do not give due 
recognition to labour class people. Therefore, it is suggested 
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t h a t personnel and labour welfare off icers should have delegc.-. 
powers to deal with labour problemSo 
The Bread and Bu-^ter' issues v i z , wages and earnings 
have s ign i f i can t impact on the qua l i ty of labour r e l a t i o n s . 
The wage T)Olicy of H.T.P.S, Kasimpar is guided by the UPSEB. 
The workers of HTPS Kaslnrpur have been divided in to s i x 
ca tegor ies . Accordingly, the wage s t ruc tu re for varioa3 cadre 
of workers has been f Lxed. The t o t a l -.linimum wages in t h i s 
uni t i s F5. 1190/- and the maximum wages is &. 2690/-
Besides, the workers a lso receive allowances and fringe 
benef i ts l i k e , D.A., H.R.A,, conveyance allowance, washing 
allowance, night sh i f t allowance, C .p .F . , L.T,C, , Ex-gratia 
and eff ic iency allowance. Some of these fr inge benefi ts may 
not look s u b s t a n t i a l , but the concerned p o l i c i e s and the i r 
quick implementation have considerable e f fec t s on the Stflte 
of labour r e l a t i o n s . On analysing the a t t i t u d e of the workers 
and union leaders regarding t h e i r level of s a t i s f ac t ion or 
d i s s a t i s f a c t i o n on the wage pol icy in p r ac t i c e in HTPS, 
Kasimpur and also in respect of major emoluments v i z . D.A, 
H.R.A. bonus, and ex-gra t ia payments and incentive schemes 
i t has been found t h a t 12% of the respondents have a moderate 
level of s a t i s f a c t i o n in respec t of wages ahd eemings . 
Therefore, i t i s suggested tha t the government should put an 
effect ive control over the esca la t ion of p r i ces in order t o 
get the workers fu l ly s a t i s f i e d with t h e i r wages and earninrr.-
1^ 
Dui^ing 1970 to 1988^ only five s-^rikes were cal led 
the workers in HTPS. The s t r i k e of 21 days in 1987 was the 
l a rges t s t r i k e . I t is i n t e r e s t i ng to note t ha t a l l the s t r i k e s 
v/ere organised a t the s t a t e board l eve l and the workers of 
HTPS par t i c ipa ted in these s t r i k e s . Wage increase was the 
main reason for every s t r i k e in UPSEB, Besides, some s t r i k e s 
were a l so organised a t uni t level but they were p a r t i a l and of 
shor t dura t ion . 100 5^  workers partici-oated in the s t r i ke s 
organised a t Board l e v e l . 97 % of the v;orkers are of the viev/ 
t ha t the s t r i k e s are useful in r a i s ing t h e i r wages. 
Trade unionism ex i s t s to p ro tec t the individual worker 
from explo i ta t ion and to advance the soc ia l v;ell being of the 
labour. The a t t r ac t iveness of a Union leader in the eyes of the 
v/orkers i s mainly determined by his a b i l i t y t o get concessions frci 
tb° management. The l o y a l i t y of workers in HTPS, Kasimpur is 
divided among several leaders because there are four strcmg t rade 
unions, and each union i s claiming s u p e r i o r i t y <m the other . 
These unions are a f f i l i a t ed with r^ ^TUC, AXTUC, and ffi-KP. 
The workers union r e l a t i onsh ip a t HTP."^  Kasimpur has 
been assessed by ascer ta in ing the nature and extent cf wor'-ers 
part ioi-)at ion in union a c t i v i t i e s . The majority of the members 
have joined unions vo lun t a r i l y . Contributing and co l lec t ing funds 
for unions is the most popular a c t i v i t y , follov.'ed by taking p a r t 
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in s t r i k e s and dhamas . The managemGnt maintains good r e l a t ionsh ip 
with the union leaders , A saranle survey of 87 workers revealed 
tha t a ] l the workers are engaged in union a c t i v i t i e s viz at tending 
general body meeting, convassing support for unions and ta lk ing 
about the union with other employees e t c . 93% of workers opines 
the usefulness of t rade unions and they expressed t h e i r f a i th In 
unions. About 835^  of workers expressed t h e i r confidence in union 
leaderships . 86 ''^  of the v/orkers prefer one union in one un i t . The 
workers viev;s regarding the effectiveness of t rade union in 
maintaining harmonious labour r e l a t i ons show tha t the unions in 
HTPS are playing a dominant r o l e in r e s to r ing i ndus t r i a l peace 
in the un i t . Thus, i t can be said tha t a majority of workers 
bel ieves t h a t trade unions are very ef fec t ive in keeping labour-
management r e l a t i ons harmonious and heal thy. 
Majority of the workers is of the opinion tha t the 
management i s callous tov/ards t h e i r problems, needs and fee l ings . 
The time taken by the management to redress individual grivances 
i s a l so a source of discontentment among workers. Therefore, the 
management should subs tan t ia te an example of model management with 
a view to take the workers in confidence and improve the s t a t e of 
labour r e l a t i o n s in HTPS, Kasirapur which would have d e f i n i t e l y 
a bearing on Public Sector undertakings of Uttar Pradesh, 
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CHAPTER - I 
I N T R O D U C T I O N 
I5TR0DUCCI0N 
In a developing country like India* where more 
than 75?^  of the total popiilation is engaged in agriculture 
and the industrial base has not yet been built up sufficiently, 
the public sector occupies a pivotal role in the economic 
strategy. The public sector enterprises have been assigned 
a key place in the economic development of the country. 
Accordingly the role of the public sector enterprises has 
been expanded significantly. Today it impinges in every walk 
of life. The origin of the public sector can be traced to 
the industrial policy resolution of 1948. It was the policy 
in which the importance of public sector was recognised along 
with private sector, but in true sense, it was the new indus-
trial policy of 1956, which made the scope of public sector 
much vrider than before. Uttar Pradesh being one of the 
industrially backward states of the country, accounting about 
one sixth of Indians population has considerably lower level 
of per capita Income and its growth rate Is one half of the 
nation. Therefore, with a view to accelerate the rate of 
growth of industrial development in Uttar Pradesh, public 
sector has been regarded as an effective instrument for the 
purpose. 
In this context, the present study entitled "A 
study of labour relations in U.P. State Public enterprises" 
is af humble attempt to make a detailed, systematic and 
comprehensive analysis of labour relations in the U.P. 
state public sector with a view to make tltiis sector pccro-
mically more viable. 
Concept of Labour Relations : 
The concept of labour relations is a part of the 
science of management which deals with the human resources 
of an enterprise and hence, closely linked vjith personnel 
management. Till recently, the use of the term "Personnel 
Management"; Industrial Relations" and "Labour Relations" 
were used synonymously and interchangeably as would be clear 
from the following definitions: 
Dale Yoder has defined Personnel Management as 
"that phase of Management which deals with the effective 
control and use of manpower as distinguished from other 
sources of power. Industrial relations are the relations 
that exist in and grow out of employment. It refers to a wide 
field of relationship among people, human re]ationships that 
exist because of necessary collaboration of men and women 
in the process of modern industry" . 
B.F. Breach observes, "Personnel Management" mainly 
deals with executive policies and activities regarding the 
1• Yoder Dale, Personnel Management and industrial relations, 
Prentice Hall, New York, 1972, p. 8. 
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personnel aspects of the enterprise, while industrial rela-
tion is mainly concerned with employee-employer relationships. 
According to Henry Richardson, industrial relations is "the 
2 
art of living together for the purpose of production. 
Labour relations refer to the activity whereby the 
owners of the means of production and one of the factors of 
production - labour - decide the terms and conditions at which 
the latter will work for the former. It is a dynamic acti-
vity and takes place in the continuously changing socio-econo-
mic environment of the modern age, hence any agreement reached 
on the terms and conditions of employment remains temporary. 
R.A. Lester observes -ttiat "Industrial Relations involve attempts 
at workable solutions between conflicting objectives and values, 
between incentive and economic security, between discipline 
and industrial democracy, between authority and freedom, between 
bargaining and cooperation. According to ordway, Tead and 
Hetculfe, "industrial relation is the composite result of the 
attitudes and approaches of employers and employees towards 
each other with regard to planning, supervision, direction and 
coordination of the activities of an organisation with a 
1. Breach, B.P.L., The Principle and practice of Management, 
1955, p. 406. 
2. Richardson, J.H., An introduction to the study of indus-r 
trial relations, p. 26. 
3. Richard, A. Lester, Labour and Industrial Relations, p. 598. 
minimum of human effort and friction. 
Whatever may be the attitudes of the two parties 
towards each other, the ultimate goal of labour relations is 
to keep the enterprise functioning. This can only happen if 
the terms negotiated between the employer and employees are 
acceptable to both, though neither may be satisfied with them. 
According to Dunlop, "industrial societies necessarily create 
industrial relations, defined as the complex of inter-relations 
among workers, management and the government,'^ 
Thus, •'"he systoTi^  of !) ?bou-^  relatior^ of 5 country has 
three key-participants-the workers and their organisations, the 
employers and their organisations, and the government, "the go-
vernment has assumed an important role in labour relations with 
a view to speed up the industrial development of the country. 
TJie government acts as a referee and although it can prevent 
distrubances in labour relations fron. disrupting economic acti-
vity in the country, yet it can not promote healthy 
industrial relations on its own, J.R. steelmen has rightly ob-
served that it is "as hard as impracticable to prescribe iron 
bound rules for behaviour in dealings between labour and mana-
gement as it would be to prescribe them for husbands and wives. 
1. Ordway, Tead and Ketcalfe, personnel administration: Its 
principles and practice, 1970, p. 2. 
2. Dunlop, John: Industrial Relations systeir, 1958, preface, 
p. ¥111. 
5. Steelmen, o^ .R., cited by kirkadly, H.S., the spirit of 
industrial relations, p. 58. 
Actually, industrial relations fall under two 
heads viz, personnel relations and labour relations. The 
term 'Personnel* refers to individual worker while 'labour* 
refers to the collectivity of workers. The relationship 
between the organised labour and employer is known as labour 
relations. The first phase of industrial relation is the 
personnel relation which is essential at the individual 
level. The second phase of industrial relation is the 
labour relations. Labour-Management relation is the sum of 
total relationship that exists, •t every level in the orga-
nisation structure. Industrial process is basically a 
relation building exercise in which We try to convert indus-
trial, financial, human and environment resources to end 
products for improving human welfare, labour is not only 
an economic aspect, but also human and social aspect. It 
is the business of leadership in the ranks of labour, manage-
ment and government to workout a new relationship in 
consonance with the spirit of true democracy. The concept 
of labour relation is a subject of vital significance in 
developing countries like India because it helps in creating 
socialistic pattern of society. 
The industrial peace and harmony is necessary for 
an allround progress of an industrial enterprise as well as 
for the state's economy. Harmonious labour relations lead 
to higher productivity, peaceful running of an enterprise 
and also overall progress of the organisation. The poor 
labour relations generate industrial disharmony, and friction 
which results in industrial disputes and causes hazgordous 
irdustrial situations like the layoff, lockouts, strikes, 
gheraos, bandhs, or even closure. It is therefore, the 
moral and social responsibility of the industrial partners 
to maintain harBsonious labour relations and settle their 
differences by mutual negotiation, conciliation or by any 
other means as the case may be. The industrialization in 
its wake brings a lot of social problems of which labour rela-
tions is the most ticklish one. 
It hardly needs to be realized that the success or 
failure of an enterprise depends largely on industrial peace. 
Therefore, a regular and constant review must be made in 
reference to the industrial disputes process particularly in 
resolving the dangerous and uncalled for disputes effecting 
closure. Since this study is directly related with an 
impo3rtant aspect of human resources, its importance is self 
evident. In the knowledge of the researcher there are hardly 
few studies done on the labour relatione. 
Labour relations constitute one of the most complex 
and complicated problems of the modern industrial organisation. 
Labour has gained higher wages, education, sophistication 
and greater mobility. Career patterns of labour have been 
changed which is obvious from the mass rural exodus towards 
urban industrial centres. This change in social structure has 
brought about numerous problems in these few industrialised 
regions. We listen daily ttat the labour of different 
industrial enterprises are going on strike which is red 
signal of poor labour relations. Therefore, the concerned 
parties involved in the running of an industrial enterprise 
must make all efforts to maintain sound and cordial labour 
relations. 
The development of healthy labour relations 
requires the existence of strong and well organised trade 
unions and association of employers in the state. In other 
words, the attitude of the management towards labour must be 
con^ial, sympathetic, positive, humanistic and democratic in 
order to eliminate frustrations, animosity and poor labour 
relatione. Such attitude of the employers will raise the 
job security of workers and will provide an opportunity for 
labour participation in management. This participation will 
enable the labour to take part in those management decisions 
which affect the terms and conditions of employment. The 
mutual association of labour and management will create a 
congenial atmosphere, free of animosity for consultations, 
discussions and negotiations which would ultimately lead to 
harmonious labour-management relations. No doubt, the spirit 
of collective bargaining and willingness to take recourse to 
voluntary arbitration will also recognise equality of status 
between the two opposing and conflicting groups of divergent 
interest and lay down the grounds in an atmosphere conducive 
to mutiial understanding, good will, faith, trust and confi-
dence for consultations, discussions and negotiations on 
1 
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matters of common interest to both labour and management. 
Therefore, the scope of labour relations is becoming more 
and more wide with the pace of industrial development of 
Uttar Pradesh. In this way, if the management, employer, 
trade unions and the state itself take keen interest in main-
taining good labour relations by playing their assumed 
respective roles can go a long way in promoting industrial 
peace and foarishing labour management relations. 
The human resources have immense potential. The 
rate of economic development of any nation depends on the 
degree of effective mobilisation of this resource. The eco-
nomic planning envisaging material progress should count on 
the role of human labour for harnessing the physical 
resources of the economy. As human resource forms the basic 
of the very existence of life on this earth, of late, the 
government of India has recently set up an independent ministry 
of human resource development to cater to all round development 
of men. The principal component of an organisation is its 
•human resources' or 'people at work'. Human resources 
have been defined as "froc the national point of view, the 
knowledge skills, creative abilities, talents and aptitudes 
obtained in the population, whereas from the viewpoint 
of the individual enterprise, they represent the total of the 
infierent abilities, acquired knowledge & ikills as expmplified 
1. Fegginson, leonc, personnel and Human Resource Administra-
tion, Richard D. Irwin, illinois, Hcrewood, 1977, p. 4. 
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in the talents & aptitudes of its employees.lt can be said 
without any hesitation that all industrialists should 
realize that "one can buy a man's time, his physical pre-
sence at a particular place* even a few muscular movements 
but enthusiaism, initiative, loyalty and, devotion to duty 
can not be bought". ' Hence labour marks a distinction from 
other factors of production on two counts. 
1. Management, supervision, organisation, coordination 
and such other functions owe their origin to labour. 
2. Unlike capital which is a depreciating asset, labour 
is undoubtedly an appreciating asset, contributing 
more and more to productivity with the advancement of 
experience and expertise of the labourer when labour 
occupies a prominent place and has a pivotal role to 
play, it is nece8s<xry to provide for its better perfor-
mance throu£^ creation of proper industrial atmosphere 
and maintaining cordial labour relations. Thus, the 
efficient performance of workers depends upon harmonious 
labour relations, which in turn depends on various 
factors like, adequate wages, good working and living 
conditions, education, health, hygiene, sanitation and 
other amenities and facilities. 
The father of nation M.Z.Qandhiji has rightly said 
that "worker is not merely a means of production but is 
essentially a human being with a personality, having a sense 
of responsibility towards his fajally, the industry and the 
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nation.' Thus, vith the passage of time, the concept of 
an industrial worker- changed from a cog in machine to a 
human being with his self respect. Therefore, the tradi-
tional law relating to master and servant relationship in 
the past differs from the law relating to relationship 
of employer and employee of the present day* The principle 
of laissez-laire is now no more the policy of the government 
regarding settling of disputes between the management and 
the workers. The courts and industrial tribunals and other 
authorities settle the disputes not only on the basis of 
consideration, obligation but also on extra judicial consi-
deration of policy which has great learnings towards 
labour. 
As we know that human resource is the most delicate, 
sensitive and dynamic resource among the various factors of 
production. Human resource is the backbone and life blood 
of an industrial enterprise. Vith the advent of modem 
large scale industrieuL system work organisations have under -
gone a basic transformation in more than one direction. 
Better opportunities and prospects of industrial employment 
in urban areas have evolved new career patterns for poor 
rural peasants who have migrated from the farming centres 
to the industrial centres in order to become wage earners 
under the difficult trying conditions of work. A large 
number of men, women and, children have concentrated in few 
urban areas of the state \inder mass ignorance, drenched in 
poverty and having diverse conflicting ideologies. The 
li 
industrial enterprises in which they are employed, have 
assumed gigantic proportions and shifted from individual 
enterprises to corporate ownership, creating severe 
conflicts between labour and aanagement. Such corporate 
entrepreneurship has generated the relations between 
labour and management more indirect, impersonal and 
collective rather than the individual and direct. The 
ownership of the means of production in the hands of few 
entrepreneurs who work for 'profit maximisation* rather 
than * service motto' has resulted into the concentration 
of 'economic power' in their hands while the majority of 
the working people has been left in an undignified and 
miserable conditions and they remain drenched in poverty. 
At this time, the plight of labour in Uttar Pradesh is 
miserable in comparision to other states of India. Hence, 
a continuous 'tug of war' is going on between the labour and 
management, one is exploiting the other which is the reason 
for poor labour relation. 
How, the labour have become aware of the fact that 
by collective and united actions they can get suitable 
working conditions, adequate wages, social and service status, 
and certain other welfare facilities and amenities. But on 
the other hand, management resentsthis united action in the 
form of strikes, gheraos, bundh^dharnas, etc. which conse-
quently result in confrontation between labour and manage-
ment. If this situation of industrial tuimoil and strife 
it 
is not checked in time, It might disturb the peaceful and 
harmonious atmosphere of the industrial society. In a 
well-organised industrial set up of the state public sector, 
the labour has its unions and the government has its 
bargaining agents to give a tough fight and resist each 
other with a view to establish their powers. The government 
can play a significant role in labour relations because it 
itself has become the employer of millions of workers 
throu^ public sector and in part by regulating the working 
conditions in private sector. Similarly, a change has 
taken place in the methods and techniques of production 
and the technological advancements have eradicated old 
traditional jobs and have created new jobs which necessitate 
different patterns of experience and education. At the 
same time the negligence and carelesaiess of employers in 
handling the grievances of labour is another important reason 
for poor labour relations. 
Therefore, the development of sound labour rela-
tion is the very basis on which the development of indus-
trialization depends. Good labour relations seek to gain 
cooperation of the two industrial partners i.e. labour 
and the capital in the field of industrial production and 
promote industrial peace in the state. 
o 0 
Importance of Labour Relatione ; 
Industrial peace is vital for accelerating the 
production of goods and industrial unrest can be disastrous 
to the overall economic growth of the country. We have 
embarked on a large scale plan of industrialisation in the 
state. The number of industrial labour will ever increase with 
the growth of industrialization and industry can only 
function satisfactorily if there are good cooperative 
labour delations. Industrial peace is essential in order to 
constitute most vital situation attracting the attention 
of all those who want to eliminate industrial turmoil, strife 
and conflict and to create industrial society based on the 
maintenance of sound and cordial labour relations. 
The harmonious relations between labour and manage-
ment occupy an important place in the modern large scale 
industrial system. They help not only in laying down the 
basis for industrial growth but also in eliminating indus-
trial disputes in an industrial society. As Uttar Pradesh 
is passing through a period of transition and demands self 
sufficiency in production, rapid industrialization is one 
of the principle instruments for achieving economic growth. 
The public sector of the state is a means to the availabi-
lity of goods and services in abundance and large Job 
opportunities. It is in this context that the importance 
of harmonious labour relations as a necessary accomplishment 
K-
of the discipline of the industrial development is emphasised. 
In a developing state like U.P. the key to progress is 
increased productivity. A state can not progress unless 
the labour and management adopt a cooperative attitude towards 
each other so that conflicting interests do not hamper the 
accelerated pace of productivity. Better labour relations 
exert a dominant influence on management and result in ever 
lasting industrial, harmony and peace» better understanding 
between labour and management and absence of strikes, labour 
turnover, work stoppages and go slow tactics. Strained 
labour relations fail to attract good employees and do not 
provide healthy and peaceful atmosphere within the enterprise. 
Labour relations are the nucleous of management and provide 
vitality to various managerial functions, vIn a socialistic 
pattern of society the harmonious labour relation is a must. 
It has been realized that with out restoring cordial rela-
tions between management end labour it is not possible to 
run the enterprise smoothly and on rational line. As the 
success of an undertaking depends upon the efficiency and 
experience of its labour, the need for reducing absenteeism 
and labour turnover in an enterprise hardly needs any emphasis. 
A haiTDonious labour relation will eventually lead to the 
greater prosperity of the public sector enterprises. It is 
thereforeJ for the management to win the confidence and 
cooperation of its workers and to ensure that workers feel 
a sense of attachment with the enterprise. Lack of coope-
ration and understanding between the labour and management, 
weak collective bargaining, strength of workers, lack of 
democratic spirit, lack of adequate education among the 
labour and the inadequacy of law to meet new challanges 
often result in industrial unrest and give birth to striked, 
lockouts, gheraos and bundhs etc. Therefore, management 
must make all efforts to maintain cordial labour relations 
with a view to carry on accelerated pace of industrial 
development in the state. 
The healthy, orderly and everlasting labour 
relations in the industrial sector of the state generate 
an attitude which creates progress and stabilises democratic 
institutions. The concept of stable labour relation 
refers to a situation free of turmoil and strife and where 
the requirements of both labour and management are discussed. 
Thus they develop a mutual understanding in a spirit of 
mutual trust and confidence and maintain complete industrial 
harmony. The stable labour relations help in maintaining 
disciplined and conscientious labour force for more work, 
which would reduce administrative and supervisory work and 
also enable the management to formulate better planning and 
future production and expansion of the enterprise. Stable 
relationship is therefore, a means to economic prosperity 
of Uttar Pradesh. 
K 
Selection and Formulatlop of Research Problem : 
No scientific research work can be undertaken with 
out identifying and emphasising the research project 
selected for the study. Hence, here is the need for sta-
ting how the research project was designed. The significance 
of the Public Sector in the socio-economic life of a country 
can not be over emphasised. And India is no exception. 
Public Sector has occupied a place of pride in the economic 
development of the country. Smooth effecient and, effective 
running of an enterprise requires judicious and comprehen-
sive management, not only of money, material and machinery, 
but also of human resources. The behavioural theorists 
have demonstrated the decisive and critical role of human 
factor in management. 
Labour relation is an extremely important sub-
system of total management of an industrial enterprise. For a 
long time this aspect remained neglected. But the emergBnce 
of the forces of industrial democracy and human relatione 
movement in management have high lighted its importance. If 
public sector has to function effectively it must pay much 
more attention to the dimension of labour relations as to 
the other functional fields viz, production, marketing, 
materials, personnel and finance. 
The harmonious and cordial labour relatione lead 
to higher productivity, greater efficiency and desirable 
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satisfaction of both the labour and management. On the 
other hand poor labour relations are the impediments and 
hurdles in the smooth and efficient functioning of an 
enterprise and in maintaining industrial harmonyt In this 
context, the ma;Jor obstacles which retard the labour rela-
tions are described as under. 
Firstly, there are a number of lapses on the 
part of the employer which are as follows : 
a) Unsympathetic and indifferent attitude of the super-
visors* 
b) Pavourtism on the part of employers in recruitment, 
promotions, transfers and other employment matters. 
c) Frustration of the employees to achieve desirable 
success in employment position. 
d) Resentment ( silent or expressed ) on the part of the 
employees at their relatively poor standard of living 
compared with that of management. 
e) Lack of adequate leave witbout pay. 
f) Mass handling by the management of tensions and dispu-
tes between the workers themselves. 
g) Lack of communication between the management and the 
workers as a normal routine of behaviour inside the 
work place/plant and management. 
h) Lack of appreciation for meritorious achievements and 
condemnation for lethargy and neglect. 
lo 
i) Delay in redreseing the grievances and disputes and 
referring matters to hi^er legal institutions in 
pressing the urgent industrial disputes. 
j) General absence of norms in public sector enterprise. 
Secondly, there are number of lapses on the part 
of the workers, which areas follows: 
a) Indiscipline and gross negligence in duty and irs carrying 
out the orders and instructions of supervisors. 
b) Lack of real desire to improve efficiency and producti-
vity. 
c) Politically inspired trade unions controlled by out-
siders who tarnish the labour management relationship 
for their vested interest. 
d), Go slow tactics on the part of workers. 
e) Emergence of vested labour leaders whose very existence 
depends on tensions between management and labour. 
f) Strikes due to provocation as a result of dismissal 
punishment against gross indiscipline. 
g) Selfish motives of trade unions to refer as many 
disputes as possible to the tribunals. 
The main cause of poor labour relations is lack 
of prompt actions and reasonable thinking on the part of 
both maamgaBent and labour. However, the reasons of poor 
labour relations are briefly mentioned below : 
i) Mental inertia on the part of labour and management. 
ii) An intolerable and indifferent attitude of labour and 
management towards each other, 
iii) Inadequate wages and carelessness on the part of 
management regarding the request and resentment of 
labour, 
iv) Poor working conditions and lack of safety devices 
resulting into labour indiscipline and agression, 
v) lack of human relations skills among the managers and 
supervisors, 
vi) Ambition of labour for hi^er wages and bonus. Wishful 
thinking of management to give poor wages, 
vii) Untimely and inappropriate introduction of automation 
without providing suitable climate, 
viii) Unduly heavy workloads on labourers and inadequate 
welfare facilities, 
iz) Continuous disputes on sharing the gains of higher 
productivity, 
x) Unfair management practices like victimisation and 
undue dismissal, 
xi) General socio-economic and political environment viz, 
escalation in prices, strikes and general indiscipline 
affecting labour attitude, 
xii) Inter-union rivalries. 
In vivw of the above noted causes of the poor labour 
relations in the U.P. state public enterprises^an attempt 
has been made to study the labour relations in UPSTC, Kashipur, 
Naifiltal and HTPS, Zasimpur, Aligarh, in order to determine 
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the conditions of labo\ir relations in these enterprises and 
to suggest suitable remedies for better labour relations* 
Review on Literature : 
Several studies have been conducted by the Resear^ 
chere^a fev of them are discussed in the following pages. 
Industrialization created numerous problems of 
which labour relations is the most chsuLlenging one. According 
to Toder, 1949» *IndUBtri8uL relations is the relationship 
that grows out of employment between management and employees 
and their organisations'* It includes both personnel and 
labour relations. 
•Personnel relations* refer to manpower management 
as individual and is concerned with such problems like 
procuring employeesjitraining them, inducting them into jobs, 
paying careful heed to their relation with one another and 
with management. Vlhile labour relations imply to relation-
ship involved in collective bargaining and is concerned with 
the problems of fixing the price of labour services, indus-
trial jurisprudance and their administration. The labour 
1 • Toder Dale, personnel management and industrial relations 
prentice Hall, New Tork, 1949, p. 6. 
2. Dunlop. J.T. and Healy, "collective bargaining, principles 
and cases, irwin, illionis, 1955, pp. 26 - 30. 
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also Includes legal acts and regulations and has tvo 
aspects namely managerial relationship which is political 
in character. During the first half of the 19th century 
i.e. from 1810 to 1840, in European countries industrial 
relations were governed by the free market forces of demand 
and supply, since labour was treated as a commodity under 
the policy of laissez-faire which was based on the assump-
tion that freedom for individual initiative and self 
interest under perfect competition would result in the 
2 "5 greatest social good. Kill in this context said that any 
deviation from laissez-faire was an evil; while Ricardo 
( 1817 ) pointed out that labour are like all other things 
which are purchased and sold and which may be increased or 
diminished in quantity, has its natural price and its 
market price." 
Thus, manpower resources were in the hands of 
entrepreneurs of the factories and the master servant rela-
tionship was in existence which was intolerable. Sismondi 
1. Harlow, P. Rex and Black, M. Marwin, op.cit., p. 85. 
2. Lester A. Richard, "Economics of labour**, MacMillian Co., 
New York., 1949, pp. 50 - 6l. 
3. Haney, L.H., '•History of economic thought**, MacMillian 
Co. New York, 1949, p. 469. 
4. Ricardo. D. Quoted by carver T, Mixon, "The Distribution 
of wealth", MacMillian Co., New York, 1969, p. 134. 
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( 1827 ) realised the situation of labour exploitation 
while Mill ( 1879 ) ^ said that as long as labour was 
dependent upon a class of employer for its livelihood, 
conflict would persist and grow which wovild be harmful to 
all. To solve the problem the former author advocated 
state intervention in regulating hours of work and employ-
ment of child labour and suggested that the employer should 
take more responsibility of labour in case of sickness, 
accidents and old age, while the later author put forward 
the theory of dependence and protection, according to which 
employer as a protector should look after the interest of 
employees while the employees should give work for good wages. 
Rodberths ( 1857 )', in this context, proposed various regu-
lations ^ labour contracts, increase in share of labour in 
production, fixation of normal working days and normal amount 
of work. 
Peculiarities of the labour market made it clear 
that law of demand and supply was not applicable to labour 
as to commodity. Marshall ( 1917 ) said that wages were 
1, Hanney, I.H., op.cit., pp. 399 - 400. 
2, Gupta, A.K. Das "The theory of class conflict in classical 
political economy, Indian journal of labour economics, 
vol. 15 April - July, 1972, pp. 6 - 8. 
3i Hanney, I.E. op.cit., pp. 399 - 400. 
4. Lester A* Riohard, "Labo\ir and Industrial relations", 
KnoMlllian Co., Hew Tork 1954, pp. 37 - 51. 
5. Marshall, A, "principles of economics", MacMillian Co. 
London, 1917, p. 532. 
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not governed by demand and supply of labour by a >rtiole set 
of causes which governed demand and supply. Similar views 
1 2 
are found in writings of Taussing and pigou j studies of 
Taylor ( 1890 - 1901 ), Gilberth ( 1885 - 1911 ) and cantt 
( 1887 - 1919 ) in scientific management contended that 
pre-determined natural laws governed industrial relations and 
led to industrial harmony,^ This theory of scientific 
management was oppossed by the labour as it was considered 
to be against their organisation, since it ignored human 
element and regarded workers as machines. But the actual 
work in the field of industrial relations and labour problems 
was started during the world war I and II. In 1919» I.L.O. 
was established. In the preamble to its constitution the 
I.L.O. declared that labour was not a commodity. As a result, 
different agencies liKe, industrial fatigue research board, 
1918, ( now known as industrial health board ) national 
institute of industrial psychology, 1921 in England and central 
institute for the science of labour, 1920 in U.S.S.R. were 
established by their respective governments. These agencies 
1. Taussing, P.W., "principles of economics", vol. 2, 4th ed. 
MacMillian Co., New York, 1939, pp. 57 - 95. 
2. Pigou., A.C., "Economics of welfare", MacMillian Co. 
london, 1951, pp. 49 - 641. 
3« Owens Richards, "Management of Industrial enterprise", 
Richard D. Irwin, inc. Illinois, 1953, pp. 3 - 20. 
4. Yoder Dole, op. cit., pp. 50 - 51. 
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made valuable contribution and extended cooperation in the 
improvement of industrial relations. A few advanced count-
ries like Grermany and U.S.A. undertook several research 
projects in human relations in industry at"government and 
University level. 
During the early 20th century research in human 
relations by Kunsterberg, Benjamin, Selekman, Burleign, 
Gardner, Willios P. vhyte, B. Wight Bakke, Elton Mayo, 
V/hiting William, summer H, Slitcher and F.J. Roeth lisijerger 
revealed that workers, thei^ r unions and businesemen are 
motivated by social, psychological, political and economic 
factors. Consequently, a new philosophy of industrial 
relations emerged placing emphasis on human elements, recog-
nition of worker organisation, collective bargaining, trai-
ning of employees, job analysis, job satisfaction, improved 
grievance procedure and labour management committees came 
into existence. Lester ( 1954 ) pointed out that no 
scientific formula could cure the problem of industrial 
relations as changes were constantly occuring in the 
balance between self-interest, group interest and community 
interest as a whole. 
The relationship between employers and employees 
in agricultural and handicrafts society of ancient India 
1. Yoder Dale, op. cit., pp. 51 - 53. 
2. Lester, A. Richard, "Labour and Industrial Relations", 
pp. 397 - 399. 
vas more-personal and cordial and was based on justice 
and equality. The labourers and craftsmen were organised 
in 'Shrenis i.e., categories or guilds to safeguard their 
professional interests•Kautilya in his book Arthashastra, 
i.e. Economics, prescribed systematic rules regarding 
protection of artisans against merchants and vice versa. 
The relations between master and servant changed during 
the medieval period when the artisans were treated as slaves, 
worked on very low wages under suppressive conditions* 
Industrial capitalism which entered the country with the 
advent of the Britishers, further changed industrial 
relations and gave rise to a new class, the industrial 
proletariat*. Oiri ( 1962 ) said that industry which had 
social purpose and was considered as an agency for human 
welfare gave rise to poverty and misery for the working 
class. 
The interest evinced by Philanthropists and social 
workers in labour and their problems forced the government 
to give its attitude of laissez faire and enact various 
legislations via., the Worlanen Compensation Act 1923, the 
Trade Unions Act 1926, the Ta^ ade Disputes Act, 1929, the 
Factory Act, 1948, the Payment of Wages Act 1936 and the 
Industrial Employment ( standing orders ) Act, 1946 to 
1. Shamaastry, R.,"Kautilya Arthashastra", Kysore Printing 
and^publishing House, 1961, pp. 227 - 234. 
2. GirX Y.V.,"Labour Problem in Indian industry", Asia 
Publishing House, Bombay, India, 1962, p. 72, 
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provide benefits to the workers and to maintain industrial 
harmony. After independence, in 1947, the new idealism 
of democracy, socialism and planned economic development 
gave new dimensions to industrial relations. Gupta ( 1971 ) 
reported that new dimensions in industrial relations in 
India had developed due to change in the outlook of workers, 
change in the economic and political scene and rise of 
multiple trade unions. 
As a result, different legislations were 
enacted "by the state end central governments and provisions 
were made for the ; 
a) Prevention and settlement of industrial disputes. 
b) Increase in wages, improvement in working conditions 
and social security system. 
c) Promotion of management - labour coopera-tion. 
The main emphasis was on tripartism both at the 
state and centre level and the code of discipline was 
evolved in 1950 which provided for voluntary recognition 
of trade unions by the employers and establishment of 
grievance redressal procedure. Despite all these legisla^ 
tions, industrial relations in the country had not been 
satisfactory due to non-fulfilment of the promises made by 
the government and failure of adjudication. 
1, Gupta N.B., "The changing pattern of Industrial relation 
in India ", The Indian journal of commerce, vol. 24, 
part I^March^197l, pp. 41 - 47. 
2 
Gupta ( 1971 ) \ Singh ( 1971 )^ further pointed 
out that authoritative attitude of the employers caused 
inertia and distrust among the workers, while, Joshi 
( 1970 ) ' said that the socio economic problems of the 
industrial relations in India have been over looked, and 
machinery set up for settlement of disputes was complica-
ted with labour laws which had failed to reduce the multi-
plicity and rivalry of the unions and exploitation of 
labour by politicians. Tata ( 1975 ) pointed out that 
easy availability of adjudication had acted as a disincen-
tive to settle disputes and differences mutually by the 
employers and employees through collective bargaining. He 
further said that lack of control over inflation illegal 
strikes, proper method of selecting representatives of 
union and its recognition for collective bargaining as well 
as p-rotection against uniform labour practices were the 
causes of industriaJ. unrest. Merchant ( 1970 ) stressed 
that workers need understanding consideration, affection 
1. Gupta N.S. op.cit. pp. 44 - 47. 
2. Sin^, S. Leadership pattern and industrial relations the 
Indian journal of commerce, March 1971, pp. 50 - 55. 
5« Joshi,R.D. Industrial relations in a sociological analysis 
in B.S. Bhlr, Dimensions of Industrial relations in 
India, united India Publications, Bombay, 197Q p. 144-155. 
4. Tata, H. Naval: In pursuit of Industrial Harmony, An 
employees perspective. National Institute of Labour 
. Management, Bombay, 1977, pp. 39 - 50. 
5. Merchant V, employers and employees can be on in B.S. 
Bhir, op. cit, 9 5 - 9 9 . 
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and little love. These things can not be achieved throu^ 
money or legislations* 
Scone of the Stndv : 
After a careful and m elaborate review of litera-
ture in the field of personnel management, industrial 
relations, labour relations in public sector enterprises 
and other related areas^ thus researcher has come to the 
conclusion that no scientific study has yet been conducted 
in the field of labour relations. Hence, an attempt has 
been made to study labour relations in public sector units 
of Uttar Pradesh, To study the labour relations, two 
public sector units in Uttar Pradesh namely U.P.S.T.C., 
Kaaiiipur, Nalnital and H.T.P.S., Kasimpur, Aligarh have 
been selected. 
Objectives of the Study : 
The objectives of the study are : 
1) to study the growth and development of public sector 
enterprises in Uttar Pradesh. 
2) to review labour legislation in Uttar Pradesh. 
3) to examine the role of trade unions in Uttar Pradesh. 
2o 
4) to study the problems and remedies of industrial 
disputes in the public sector enterprises of Uttar 
Pradesh. 
5) to study the labour relations in U.P.S.T.C, Kashipur, 
Nainital. 
6) to study the labour relations in H.T.P.S., Kasimpur, 
Aligarh. 
7) to examine the workers attitude towards the facilities 
provided in H.T.P.S., Kasimpur, Aligarh. 
8) to identify the problems of workers and suggest 
suitable measures for the improvement of labour rela-
tions in public sector enterprises of Uttar Pradesh. 
Methodology : 
To conduct the present study following steps were 
taken : 
1) Secondary data related to the topic were collected 
from the different organisations, publiehed and 
unpublished reports, 
2) Primary data were collected by conducting a survey of 
workers, trade unions leaders and officers of the two 
public sector units of Uttar Pradesh viz, U.P.S.T.C, 
Kashipur, Nainital and H.T.P.S., Kasimpur, Aligarh 
with the help of designed questionnaire in order to 
understand the attitude of workers towards labour 
relatione, 
3G 
3) To get these informationsjr repeated visits were made 
to U.P.S.T.C, Kashipur unit and H.T.P.S., Kasimpur. 
4) Finally, these data were classified, tabulated, 
analysed and edited. 
Sampling : 
A sample of 87 workers of H.T.P.S., Kasimpur 
and 75 workers of U.P.S.T.C, Kashipur units respectively 
have been drawn from the production departments on the 
basis of random sampling. This sample size is expected to 
provide sufficient inforoiations about the units of case 
study. 
Limitations of the Study : 
The limitations under which the study was conduc-
ted are as follows : 
The first limitation was the cost consideration 
and time factor. The second limitation is that the study 
is confined to only two units,^  Third limitation is that no 
scholarship and other financial support was given by the 
University for conducting the survey and collection of 
material. Finally, researcher faced many problems in getting 
quantitative and qualitative data and informations from the 
two units under study. However once the initial suspicion 
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and inter alia were removed, officers at the case study 
units ' proved to be helpful. The other limitation of 
this study was the reluctance of workers and management 
to furnish the informations. The officials and other 
respondents were hesitant in responding to questions. 
However, the ahove mentioned limitations have hardly any 
significant effect on the quality of the present study. 
Scheme of Chapterisation : 
The entire study has been divided into 8 chapters. 
The first chapter introduces the concept of labour 
relation , importance of labour relation and problems of 
labour relation . The second chapter is devoted to examine 
the growth and development of public sector enterprises in 
Uttar Pradesh. The third chapter reviews the labour legis-
lations in Uttar Pradesh. The fourth chapter deals with the 
growth of trade unionism in public enterprises of Uttar 
Pradesh and reviews their effectiveness in maintaining har-
monious labour relations. 
The fifth chapter has been devoted to study the 
industrial disputes in public enterprises of Uttar Pradesh. 
Chapter sixth has been devoted to study the labour 
relations in U.P. state textile corporation, Kashipur, 
Nainital. The chapter seventh deals with the study of labour 
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relations in Harduaganj Thermal Power Station, Kasimpur 
Aligarh. In this chapter workers attitude in H.T.P.S., 
Kasimpur, towards working conditions, wages, and safety 
and welfare facilities have also been studied. The last 
chapter has been devoted to summarize the findings of the 
study. 
CHAPTER - II 
GROWTH AND DBVBIOPMBNT OP PUBLIC SECTOR 
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GBOWTH Ain)__DBraiOPMENT_0|'__PUBlIC_SECTOR 
Concept of Ptabllc Sector t 
Technically public sector refers to an industrial 
or economic organisation, owned,controlled smd managed by 
the government or any public authority, ^ [uncipal Board, 
Statutory Bodies viz. Public Trusts, Corporations and 
Commissions. In broader sense it signifies to nationalised 
or socialised industrial undertaking and institution involve 
in the production of goods and supply of services. Accor-
ding to H. Schloss, "By public enterprises generally mean 
unless the contrary is clear from the text, an enterprise 
that is owned and managed by government, often the central 
government, but at times also other levels of government. 
Public sector is a synonym of public enterprises". In the 
widest sense the public sector or the government sector may 
be defined as : 
I) Government administration at all levels ( central 
government, state government and local government ) 
including defence, and 
II) Economic activities undertaken by the government through 
its departments or through autonomous organizations that 
2 
are wholly or largely owned by the government. 
1. Henry H. Schloss, Lok Udyog, vol.XII No.7 October, 1978. 
2. Commerce year book of public sector 1973 - 74. 
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The concept of public sector can be associated 
with the concept o<£ nationalization of private sector 
industries such as Insurance and Banking companies. 
In a precise manner the concept of public 
enterprises can be understood as follows : 
1) Government ownership with government management, 
2) Government ownership with private management, 
3) Mixed ownership and mixed management of government 
and private bodies, 
4) Private ownership with government management. 
Prom the foregoing discussion it can be concluded 
that any enterprise owned and managed by the state or any 
other public authority is called public enterprise. Thus, 
enterprises owned and run by the government, are known as 
public enterprises or public undertakings. In these enter-
prises either the whole or major part of the capital is 
invested by the government. It may be by central government 
or state government or local or jointly by these governments. 
Public enterprises have gained importance in 
almost all the countries of the worHd. In developing 
countries, they are undoubtedly, conceived an instrvment of 
economic progress and social change. Earlier, the govern-
ment believed in the policy of laisses-faire and did not 
interfere in the economic activities. They simply confined 
their activities to maintenance of law and order. But 
3o 
today, the situation is completely changed and the govern-
ments of various countries are not only interfering: in 
economic activities but, in fact, they have assumed the 
role of entrepreneur in a big way. So much so that in many 
developing countries, including India, public enterprises 
have com.e to occupy the commanding heights of the economy. 
Economic Rationale of Public Sector : 
Public enterprises expected to be the prircipal 
agent for rapid ecoro-mic and social transformation, by 
developing infrastructure and the core sector, and closing 
the gaps in the industrial structure. Its dominant position 
in the financial field is intended to control and guide the 
private sector, vrherever necessOLry. It is also likely to 
step in, if and when private enterprise fails the economy. 
And the economic growth via public enterprise will be ade-
.1 
quately leavened with social justice. The objectives of 
establishing new enterprises and reasons for nationalising 
some existing ones are varied and often differ from case to 
case and from time to tire. The tendency of profit maximi-
sation of the capitalists led to disparity in the distribution 
of national wealth as well as inst«?bility of national economy. 
In short the national ecojaomy was adversely affected which 
1. Narain, Laxmi, Principles and practice of public Enter-
prise Ilanagement, S. Chandsifcom.pany Limited, New Delhi. 
1982, *)s 49. 
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ultimately opened the avenue for public ownership of 
production, distribution and consumption. 
Socialisation of production was the comprehensive 
and Judicious decision against indifferent attitude of few 
capitalists, toward poor workers and consequently these 
prevailing economic conditions urged the government to 
create public sector in the country. In this background 
an attempt has been made in this chapter to examine the 
development of public sector in Uttar Pradesh stateo The 
notable development of the idea of socialism emerged 
since the period of Fabian essayists. They conceived the 
public ownership of the economic institutions essential 
because if it was left to private sector, the whole economy 
vas subjected to be deteriorated. The private entrepreneurs 
abstained to establish such enterprises which were of strategic 
significsnce for the entire economic development of the 
country due to low profit and long gestation period. 
Therefore, the basic and strategic industries could be 
established by the public sector because the development and 
growth of other industries depend on them. 
The economic planning for rapid and rational 
economic development created the need of public sector 
because in its absence, proper and adequate economic growth 
was quite impossible. In the context of Indian economy, 
th^ charter of public sector enterprises was embodied in the 
industrial policy resolution of 1948. With the emergence 
of public sector the government vas assigned significant 
roles with a view to accelerate economic development by the 
expansion of its activities. Therefore, the rationale of 
public sector in India can be identified with the rationale 
of economic planning. Hence, the government made conscious 
and comprehensive efforts towards economic development by 
reserving the fields of economic activities and brou^t a 
desirable development in the critical economic fields. 
Further, public sector was the media through which the 
concept of welfare economy is realized. They assist in 
providing jobs for the unemployed masses of th^ ^ 'developing 
countries.Not only the employment objective is obtained by 
this instrument but there are numerous genuine economic 
reasons for the emergence of public sector which have been 
discussed in the following pages. 
Evolutionary Reasons of Public Sector : 
The early scholars criticised the evolution of 
public sector. But there are certain specific strategic 
fields where the role of the government was found inevi-
table and of paramount importance. As the first and the 
foremost responsibility of the government is to protect 
the society from the violence and internal and external 
aggression. Secondly, to extend protection to all the 
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sections of the society from economic and non-economic 
injustice and lastly, it is also the duty of the government 
to maintain certain public works and institutions which must 
be for the common interest and benefits of the entire society, 
Hence, the role of government in economic sphere was impera-
tive and significant but this role was restricted to certain 
fields. But due to many other economic factors and cons-
traints in the economic structure viz, exploitation of labour 
class, monopolistic power in the hands of few capitalists, 
misutilization of the scarce resources and lack of welfare 
of the society were identified major reasons for the 
evolution of the public sector which today has acquired a 
position of unique importance in the industrial spectrum of 
the country. Thus, the different important emerging factors 
responsible for the evolution of the public sector have 
been briefly highlighted below • 
1) Exploitation of Labour : 
The labour class of people constituted majority 
in the total population of the country. But they were 
exploited by the capitalists and were deprived even from 
their due share in the national economy. Almost all the 
economic fields were captured by few individuals and the 
majority of labour class had very nominal share in the 
national income. That is why the plight of these workers 
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was very miserable. Professor Bowlery in 1910 made a study 
about the ownership of property "that just l^t of the 
population took 505^  and 5y2^ took 44?5 of the national 
Income leaving 70^ of income to 99^ of the population and 
569C of the income to 9Ay2^ of the population. As stated 
by Bernard shaw the theory of capitalist system "is to make 
the material sources of production private property, enforce 
all voluntary contracts made under this condition, keep 
the peace between citizen and leave the rest to the operation 
of individual self interest. Thus, it would guarantee to 
every worker a subsistence wage while providing a rich leisu-
red class with the means of upholding culture and saturating 
them with money enou^ to enable them to save and invest 
2 
capital without personal privation. 
The capitalist countries enjoyed the benefits of 
this theory where it worked properly in the areas of 
production and trade but economic power was accompanied by 
a failure in the distribution which was inequitable and 
socially disastrous and resulted in unhappiness of the poor 
1. Tawney, R.H., "Equality", George Allen, Londong, 1952, 
p. 68. 
2, Bernard shaw, Fabian essays ( Jubliee edition ), George 
Allen, London, 1948, p. VII. 
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society. In other words the capital of the national 
economy was in few hands which obviously created poverty, 
injustice and therefore, ruined the entire economy. To 
regain normal economic conditions efforts were made by 
way of redistributive taxation, state regulation of wages 
and factory legislation to remedy the capitalist system of 
the economy. But all these measures were found ineffec-
tive and futile. Therefore, there was no alternative 
solution other than the transforniation of capitalist economy 
into socialist one i.e. emergence of public sector. 
2) Monopoly Argument : 
In the capitalist countries where according to 
the concept of laissez-faire through which every thing was 
adjusted by price mechanism ceased to function properly. 
The monopoly power of the productive resources dominated 
the entire economy which exploited the consumers. Only a 
handful of sellers had the controling power over the 
profit oriented part of the supply. They determined the 
prices for their narrow vested interest to enhance the 
profit. The industrial sector which ceased to be 
individually owned had been transformed in the partnership 
and Joint stock companies, led to the diffusion of the 
economic powers through share holding. Even this economic 
system resulted in the concentration of wealth in the hands 
of fev individuals and the monopolies in certain major 
productive fields also emerged. Therefore, public owner-
ship of the major industries was the only remedy to prevent 
the concentration of economic power. 
3) Bconomic Instability : 
Economic instability is also an important argu-
ment for the existence of public sector. The inequility 
in the distribution of wealth created a wide gap between 
demand and supply. Capitalists were against the purchase 
of national products because of excessive consumption and 
the poor labour class was financially incapable to buy due 
to lack of purchasing power. That is why, this great 
economic depression of thirties resulted in state's res-
ponsibility towards socio-economic welfare and security of 
these poor ns^ tional of the country. To overcome all these 
constraints of economic system, socialisation of property 
or transfer to the public ownership of all means of produc-
tion was suggested. Therefore, these economic handicaps 
forced the state to participate in the means of production 
of goods and supply of services. 
4) Mladirection of Resources : 
Capitalism led to the inequality of income which 
tangiably resulted in misdirection of scarce resources. 
The large part of goods i.e., wealth was not coneiderec! to 
satisfy the essential requirement of the society because 
they were produced only after other essential articles were 
produced in abundance. This tendency was because the sur-
plus with capitalist was not used into productive articles. 
The narrow interest of the capitalist influenced their 
investment in those fields where they could earn maximum 
profits. Hence, public ownership was regarded as an effec-
tive instrument to meet these menaces of society and make 
investment according to the requirements of the society, 
Therefoi-e, the object of public sector was not only to set 
up the state industrial management "but to eradicate the 
evils of the national economy". 
5) Welfare Economy : 
In the past there was an assumption that private 
interest and the public welfare were mutually consistent. 
In practice, the economic results of private sector appeared 
as anti-social. The government gave full freedom to all 
individuals to establish the business. The capitalism did 
not attain different social objectives. Therefore the 
concept of welfare to fill the inherent lacunae of the 
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economy was evolved. Hence, the public ownership was the 
only measure to eradicate these economic handicaps and to 
extend maximum benefits to the society. 
6) Public Utilities and the Basic Industries Arguments : 
The public ownership of basic industries and public 
utilities have been regarded as an effective and useful weapon 
for the welfare of the community and accelerating industrial 
development. As the economic prosperity of the community 
depends on these industries were subjected to state control 
because private sector was incapable and inefficient to enter 
in this field. Due to huge investment, long gestation period 
of timeo«>«t many projects of strategic importance can not be 
left for private sector viz, defence, irrigation, transpor-
tation etc. The inadequate development of all these indust-
ries impeded the pace of economic development in many 
countries. Therefore, the public sector emerged to overcome 
all these evils which retarded the industrial develop-
ment, 
7) The Argument of Economic Planning : 
fht iffieient and timely execution of economic 
planning is another genuine reason for the genesis of public 
sector. In order to achieve the economic objectives. 
4<^ 
fonculation of economic policy was necessary. Since ade-
quate social control oil economic power was realized to attain 
social goals which opened the avenues for the existence of 
public sector enterprises. Therefore, to get the desired 
positive results of the economic planning the direct, 
participation of the state in economic scene can not be 
omitted. 
8) Generation^ of Resources : 
The last factor responsible for the creation of 
public sector is that the public sector generates resources 
through their surplus earnings. The activities of the 
state were very limited in the past to maintain law and 
order but have now been expanded. These enlarged functions 
need huge amount of money and the government can not rely 
and depend upon borrowing and taxation. Thus, the state 
was forced by the enlarged activities to explore the sources 
from where it could generate sufficient income to execute 
its functions. Hence, the public sector is the only answer 
for the generation of resources by means of earning surplus 
profits. 
The public sector is notanew concept in India's 
economy. Direct state participation and public control of 
economic activities can be traced before independence. It 
is quite true that the public sector in India was regarded 
as an effective instrtunent of transforming the economy 
after only independence. It was because after independence 
the coxintry was facing so many socio-economic, natural; 
external and internal problems viz, the shortage of food, 
refugees settlement, establishment of industries, providing 
employment etc. The only solution of all these problems 
was the state participation in economic field. For ins-
tance to overcome food shortage, the states, help was requi-
red in the direction of irrigation and power projects, 
likewise the basic and strategic industries were needed for 
the proper industrial development. Further more the heavy 
investment of the government in heavy and basic industries 
was subjected to check and prevent concentration of economic 
power in few hands and for generating resources of their 
surplus, India, therefore, committed for planned and 
balanced economic development to attain the aforesaid objec-
tives for the creation of socialistic pattern of society. 
The major reason of the emergence of public sector in the 
context of Indian economy may be listed as namely to achieve 
the predetermined objectives of planning, generation of 
resources, self sufficiency in food as well as in basic and 
strategic industries, the prevention of concentration of 
economic power in order to create socialistic pattern of 
society and finally to prove as the model employer as well 
as model of welfare economy etc. 
•xO 
The foregoing discussion clearly highlighted the 
reasons and the need of the emergence of public sector 
enterprises since the functions of the government differ 
from country to country according to the s i tua t ional and 
socio economic factors and circumstances, as a resu l t most 
of the countries of the world have embrassed the concept of 
public sector for their proper socio-economic development. 
In Developing countries l ike India, the role of 
the government i s of paramount importance, the concept of 
the public sec to r ' s existence can not be ignored. However, 
the factors for the genesis of public sector in India 
revealed, that t h i s sector i s an important tool to ameli-
orate the overal l socio-economic conditions of the country. 
I t i s desirable to infer here that the emergence of public 
sector i s a wise decision on the ground of the socio-economic 
j u s t i f i c a t i ons . The inequality in the d i s t r ibu t ion of national 
wealth has been a serious impediment which retarded economic 
growth because the few private entrepreneurs captured the 
whole economic field and made investment according to the i r 
in te res t and preference which to ta l ly failed to a t t a in the 
socio-economic objectives. They explAited the labour by 
paying them minimum wages which caused the very poor plight 
of the entire society. Hence this economic inequility 
shattered the economy. These factors forced the national 
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government to make its interference in order to improve the 
economic conditions of majority of working class which was 
possible only through the emergence of public sector. The 
object of balanced economic development could not be achieved 
without state participation directly in the economic acti-
vities of the country. That is why, the expansion of the 
public sector has been emphasised in each and every succee4-
ing Five Year Plan and now we can say that it occupies a 
pre-dominant position in the economic spectrum of the 
country. 
Public Sector and Industrial Policy Resolution of 1948 : 
To carry on the development of a developing country 
like India, it was necessory for the government tr play a 
vital role in the field of industrialisation and must not 
have a passive outlook and should come forward to eradicate 
the rigidities in the development scene of the country. The 
role of the government was possible through the entry of the 
state into the business enterprises. Therefore, in 1948, 
an industrial policy was formulated for the purpose. But 
this policy did not recognise the role of public sector. 
As a result in 1956, a new industrial policy was formulated. 
4o 
Public Sector and Industrial Policy Resolution of 1956 : 
The industrial policy of 1948 did not contain any 
specific activity for public sector, then a new policy was 
envisaged in 1956 with a view to create socialistic pattern 
of society as a national goal to be achieved irrespective 
of caste, colour, creed and sex. In the industrial policy 
resolution of 1956, the role of public sector was recognised. 
The policy also stated the power of the state to take over 
any industrial enterprise in the public interest. This 
policy made a clear division of the economic fields for the 
public and private sector. This policy reiterated and 
awoke the necessity of adoption of socialistic pattern of 
society as the national objective as well as the requirecents 
for the planned and rapid development. The rapid economic 
growth needs that all industrial undertakings of basic and 
strategic importance or in the nature of public utility 
services, must be under the purview of public sector. 
Other industrial enterprises which are of paramount impor-
tance, involve huge investment which are beyond the finan-
cial capacity of private sector must also be in the public 
sector. Therefore, the government was assigned direct 
responsibility for the development of industries in the 
country. 
The industrial policy of 1956 classified all the 
industries into three different categories. In case of 
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first category development and growth of irrportar.t industries 
vas assumed to be exclusive responsibility of the rovernir.ent. 
In the second category, other inductries were catefcrised in 
v/hich the state vould be required to play a signifieant role 
and private sector would also assist the state's efforts in 
this regard. In the third category the rest of the irduotries 
were for the private sector and the goverrjrert was also ertitled 
to participate in this category, Enphasising on the industrial 
policy of the government, Pandit Javahar Lai Tehru said that 
we r.ust put forth our best efforts on this foundation to build 
up industrialization in the country. The task of laying the 
precise foundation does not derive the attention of private 
sector. In developing countries like India, the government t^  
responsible for industrial and infra structural development. 
If, one reviews the growth of public sector in India, 
one notices that it is an established fact that the public 
sector initiated towards commanding heights in the economic 
scene after 1966-67. Prior to this, public sector grev but its 
economic activities were confined within few field? at the 
level of foundation of the infrastructural and industrial 
organizations. When Prime Kinister V:TS. Indira Gandhi 
assumed office in June 1966, she emphasised tne importance 
of public sector in India and advocated the public sector 
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for three reasons. 
1) to gain control over the conunanding heights of the 
economy, 
2) to promote critical development in terms of social 
gains or strategic v.ilues rather than primarily on 
consideration of profits, and, 
3) to provide commercial stirplus with which to finance 
further economic development. 
It is interesting to note that public sector 
started its function properly in accordance with the advocacy 
and guidlines provided by Mrs. Indira Gandhi only after 1966, 
later on, the government of India formulated the industrial 
licensing policy in 1970, which contained the decision of 
the government that in all joint sector enterprises, they 
would ensure for th^nselves "an effective role, in guiding 
policies, management and operations'*. 
Industrial Policy of 1977 : 
The induatrisuL policy of 1977 was announced on 23rd 
December, 1977, envisaged public enterprise as a tool of 
socialising the means of production in strategic areas and 
for providing a countervailing force to the growth of large 
houses and large scale enterprises in the private sector. 
The new policy also envisages a greater role for public 
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enterprises in several fields, e.g. production of important 
and strategic goods of basic nature, acting as a stabilising 
force for maintaining essential supplies for the consumers, 
and encouraging wide range of ancillary industries in the 
small scale and cottage sector. The government is also 
interested to operate public enterprises on profitable and 
efficient lines in order to ensure adequate return on 
investments made in them. Therefore, this policy made a 
clearcut classifications of the government's approach and 
initiatives towards public sector and observed^ "it will be 
the endeavour of the 'government to operate public sector 
enterprises on profitable and efficient lines in order to 
ensure that investment in these industries provides an ade-
quate return to the society. The main thrust was to build 
up a professional cadre of Managers for these enterprises 
who would be assigned an independent autonomy in order to 
ensure efficient management of such undertakings. 
Growth of Public Sector During Five Year Plans : 
When India formulated its five year plans for 
economic development, the need for an ever-growing public 
sector came to the force with this arose a question of 
efficient working of the enterprises proposed for the public 
sector under the five year plans. The planning commission 
discussed this problem and expressed that "normally state 
1. Narain Laxmi, Principles and practice of public enterprise 
management, S.Chand & Co. Ltd. New Delhi, 1982, p. 25. 
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enterprises will be managed by the state but in special 
cases the possibility of management through private agency 
for a limited period may have to be explored. In some 
cases, state enterprises may be operated through public 
corporations. In order to gain experience of management 
through public corporations further experiment will be tried. 
The planning commission also considered the need to streng-
then the machinery of economic administration at the disposal 
of the government at the centre and in the states. To 
consider this aspect, the government appointed a commission 
headed by A.&. Grorwala who classified the state enterprises 
on the basis of nature of their functions and suggested that 
different forms should be adopted for different undertakings 
as per the subject of producing and suitability of admi-
nistration needed. He expressed his view as, "the general 
principle regarding choice of form is that where the nature 
of work of an authority is substantially commercial, a joint 
stock company is more suitable, otherwise a public corpora-
tion is desirable. The public corporation is essential 
where the undertaking is discharging what is in effect aja 
extension of the functions of government, e.g. irrigation 
and hydro-electric projects as in a river valley scheme or 
the dissemination of information as in broadcasting or surface 
t. Chaterjee, S.E,, Management of public enterprises, 
Surjeet publications, Delhi, 1982, p. 34. 
bu 
carriage of passenger and freight as in the state transport". 
Investment pattern in Public Sector during Five Year Plans : 
The Table 2.1 given below shows the investment 
pattern of public sector during the five year plans periods. 
Table - 2.1 Investment in Public Enterprises 
T^ Public Sector Private Sector m.+.n 9^ge of 
i'lans (Rs.in crores) (Rs.in crores) ^ Public Sector 
to total 
First 
Second 
Third 
Fourth 
Fifth 
Sixth 
Seventh 
I960 
4672 
8572 
16774 
44453 
111000 
180000 
1800 
3100 
4190 
8980 
16614 
46860 
170000 
3760 
7772 
12767 
22754 
60914 
157860 
350000 
52.1 
60.1 
67.1 
65.1 
73.3 
70.3 
51.4 
Data depicted in the above noted table reveals that the 
total investment of public sector units has gone up from 
Rs. i960 crores in first five year plan to Rs. 180,000 crores 
in the seventh five year plan, shoving an overall increase 
ot approximately 9083.6^ with a rate of growth of 1297.6?^. 
Like wise the total investment in private sector has gone 
1. Chaterjee, S.K. Management of public enterprises, 
Surjeet publications, Delhi, 1982, p. 34. 
54 
up from Rs. 1800 croree in the first plan to Rs. 170,000 
crores in the seventh five year plan, indicating an 
Increase of 9344.45^ with a growth rate of 1333.4^. The 
total investment in both the sectors went up from te. 3760 
crores in the first plan to Rs. 3,50000 crores in the 
seventh plan, representing an overall rise of about 9208.5^ 
with a growth rate of 1333.4?^ during the period. This leads to 
conclusion that the government has made a steady increase 
in the investment of public sector enterprises and with 
this the number of public sector has gone up to 217 units 
in 1987 from only 5 undertakings in 1951, indicating an 
increase of nearly 4240^, 
Porms of Public Sector Enterprises : 
Choosing right form of organlzatlor: is very impor-
tant to make the organisation a success. Irrational choice 
may result in heavy loss to the organisation as well as 
to the economy. It has been rightly stated that the form 
of organisation has an important bearing on the success of 
the enterprise. The right choice would promote good 
administration which would lead to sound management and 
efficient production or services, on the other hand a wrong 
choice v;ould hinder good administration which would result 
into uneconomic production, inefficient services and un-
scientific management. Therefore, a great attention should 
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be paid while choosing the form of public sector enterprises. 
The public sector of India got different forms, each of 
them claims its supermacy over other. At present in India, 
there are three popular forms of public enterprises viz, 
1) Departmental undertakings 
2) Statutory corporations 
3) Government companies. 
1 • Departmental Form : 
This is the oldest and traditional form of orga-
nisation. Departmental undertakings are those undertakings, 
which are managed directly by the ministry concerned. All 
the requirements of its funds are met by the government and 
all its receipts are deposited with the government. It 
prevails in enterprises as railways, posts and telegraphs and 
defence establishments. When public enterprises were started 
in India, there was no distinction between the administra-
tive functions of the government or public enterprises run 
by them. In practice, the departmental management was 
regarded suitable to those organizations which were yielding 
revenue to the government or regarded strategically important. 
!• Chaterjee, S.Z, Management of public enterprises, 
Surjeet publication, Delhi, 1982, p. 48. 
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The most important advantages may be enjoyed by a depart-
mental type of organization are briefly discussed below: 
1) It keeps appropriate control. 
2) It is suitable in those enterprises which yield revenue 
to the government and are regarded strategically 
important, 
3) It is beneficial in countries with a stable government. 
4) It requires close direction and adequate control of 
the government. 
5) Under the departmental form of management rigid rules 
and regulations are designed and applied in order to 
eliminate or atleast minimise the risk of misuse or 
misappropriation of funds. 
While the departmental form of organization enjoys 
certain merits on the other hand it is subjected to different 
demerits which are criticised by many scholars on public 
sector enterprises. Since they are under the control of 
the government department, they are subjected to centralised 
procedures which involve red-tapism of different sorts. 
There is very little scope for initiative on the part of 
the public servants drawn from the department and made in 
charge of management. Besides the financial implications 
which arise in such a set up, there is lack of financial 
norms, and their profits, if any, are utilised by the govern-
ment for purposes other than those of the enterprises. This 
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phenomenon does not l e t them f lourish. This form etlso 
lacks f l ex ib i l i t y which i s an essent ial ingredient for 
effective business operations. Being subjected to budgetory 
control, t h i s form can not conform the commercial principles 
and prac t ices . 
2» Public Corporations : 
Contrasted to the private corporations, the 
public corporation is a legal company created by the govern-
ment. It enjoys an autonomy and independence from day to 
day governmental control. Its function is to carry on 
specific activities prescribed by the statutory law under 
which it is created. The public corporation has the advan-
tage of flexibility like the private enterprise but the 
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limitation of public accountability. This form of organi-
sation was devised first of all in Britain. It is quite 
popular in developed and developing countries both. 
The government of India has favoured and supported 
public corporation form of state only in non-industrial 
public sector enterprises. The consensus of opinion is, 
lower'. on the point that where an enterprise is wholly 
government owned, it should be set up in the form of public 
1. Chaterjee, S.K, Management of public enterprises, 
Surjeet publications, Delhi, 1982, p. 49. 
2. Chaterjee, S.K, Management of public enterprises, 
Surjeet publication, Delhi, 1982, p. 50. 
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corporation or administered departmentally. 
The public corporation form of organization i s 
wholly ovned by the government and is controlled and managed 
by a special act containing i t s powers, dut ies , and autho-
r i t i e s and prescribing the form of management and i t s 
re lat ionship to establish departments and minis t r ies . Being 
a corporate body th i s form has i t s isolated enti ty for legal 
matters and can enter into contracts and acquire property 
in i t s own name. The act lays down sources of finance which 
wil l be made available to the corporation to commence i t s 
business a c t i v i t i e s . The public corporation functions inde-
pendently and has been exempted from different regxolatory 
and prohibitory leg is la t ions and procedures which are 
enforced in the in s t i t u t ions run by the government's depart-
ments. The personnel of the corporation are subjected to be 
re t i red and compensated according to the standard terms 
and conditions of employment and other rules and statutory 
regulations enacted by i t . The management of a public 
corporation i s subjected to r ea l i s e the importance in order 
to fu l f i l the socio-economic objectives for which i t has 
been established. The merits of public corporation may be 
summarized a s . 
1) I t i s enjoying the benefit of independent autonomy and 
has been exempted from irksome regulat ions, laws and 
control of the government, 
1, The Rangoon seiainar report , p. 14. 
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2) Public corporation with professional managerial cadre 
exercises quick decision making process and enjoys 
greater degree of operating and financial flexibility, 
3) It has been kept free from regulatory status which is 
applied to the expenditure of public funds and is also 
liberalized from budgeting, accounting and auditing 
legislative measures and procedures applicable to non-
corporate organizations. 
4) Public corporation enjoys the advantage of financing 
its expansion schemes ignoring any prior approval from 
the government. 
3. Grovernment Compaav : 
Public enterprises can also be incorporated under 
the Indian companies Act and therefore they are known as 
•Government Companies'. A government company may be owned 
wholly or predominantly by the state. Most of the public 
sector industrial and commercial enterprises in India have 
a company form. The companies set up in the public sector 
are incorporated under the Indian companies Act, 1956. 
Government company is very common form of organisation of 
1. Saxena, S.C., Business Administration and Management, 
Sahitya Bhawan, 1985, p. 703. 
2. Chaterjee, S.K,, Management of public enterprises, 
Surjeet publications, Delhi, 1982, p. 53. 
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public enterprises specially in India. In this form of 
organisation, on the one hand, there is freedom in finance 
and autonomy in administration, on the other hand, there is 
enough governmental control. In India, a number of public 
enterprises have been established on the line of joint stock 
company. The company form is preferred by the government 
because the companies are free from the complications and 
complexities of financial regulations, restricted procedures 
and practices to which a public corporation or departmental 
organization is subjected. The government provides IOO9C of 
the capital needed in establishing these enterprises, A 
company of the government is empowered to manage and control 
a number of units and branches. The Indian government has 
adopted the company form of organization particularly for 
state commercial and manufacturing enterprises. Hence, in 
India joint stock company form has been used extensively 
for the organization of manufacturing activities in the 
public sector. The company form is also preferred as it is 
more flexible regarding capital and managerial procedures, 
practices and structures. This form of organization is 
enjoying freedom of autonomy and finance and allows adequate 
and full control of the government which in the final analysis 
takesthe form of democratic institution. The main features 
of government company can be briefly described as follows, 
1) A company form of organization does not seek the 
approval of the government and can be established by 
executive decision. Hence it is free from ri^id 
restrictive procedure, rules vhich lead to delay in 
actions, 
2) The structure of the company form of organization is 
designed on financial freedor and autonomy, 
3) It is more flexible than other form of organization. 
Any business activity carried on by the state could be 
accomodated immediately without following any long and 
delaying procedures, 
A ) The company is easily and conveniently established, in 
coipplying with the formalities contained in the Indian 
companies Act, 1956, 
5) • The governff.ent enjoys the opportunity to put control on 
the activities of the company. 
Thus, it can be concluded that the reason why a 
provision for this form of public enterprises has been made 
is that it leaves the door open for local or foreign capital 
investment in it. From this point of view, there is every 
thing to be said in favour of such undertakings in 3 cou^^try 
with paucity of capital resources. 
An overview of Public Brter;:rises in Uttar Iradesh : 
In fact, the stote r^ riO'^ tic-i -j'-id C'-tr .'^ "'•: *-" e 
economic scene started in the nineteenth century. Today, 
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state intervention in the economic life of the people is 
regarded as a common feature of the modern economic system. 
In the developing countries, the growth of state enterprises 
can be termed to be almost synonymous with the development, 
national planning and legitimate right of the poverty 
striken countries to achieve higher standards of living. 
These enterprises have been extending their tentacles over 
the ownership of the means of production and distribution 
irrespective of the nature of economy or of stage of 
development. 
Public enterprises in Uttar Pradesh attained a 
place of pride with their proliferation in expansion of 
public sector at a rate which is unique unprecedented in 
the economic history of the state, has set the pace of eco-
nomic development in the right direction. Therefore, the 
importance and need of public sector has been emphasised 
by various authorities including our all Prime Ministers 
at various forums. The industrial policy resolution adop-
ted by our country has assigned a key role for the public 
sector and has reserved some core sectors for development 
only under public sector. There are 24 central public 
enterprises in Uttar Pradesh,, which were entered in the 
state's economy in Pebuary, 1955 with the establishment 
of Naini Industrial Estate by NSIC to provide infrastructure 
facilities to small scale industries, oil and natural Gas 
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commission came into formation in 1955 was later converted 
into a statutory body in October 1959. Thereafter, two 
units in the fifties, nine units in sixties and nine units 
between January 1970 and October 1974 were promoted and 
established. During 1978, UPDPL and picup were incorporated * 
High tension ceramic insulator factory of BHEl in Sultanpur 
was iraugerated in Pebuary 1984. The concentration of public 
sector in some towns shows preference of the government to 
develop these areas. There are about 12 central public 
sector units located in Kanpur, Allahabad and Lucknow alone. 
Mathura, Jhansi, Gorakhpur and Rae Bareili etc. are the other 
districts where the central government have more units. The 
backward districts of the state have drawn the attention of 
the centre and so far eight operating enterprises were estab-
lished in these areas. A number of projects of crores of 
rupees are about to be completed in the state. Hence, the 
central government is paying its due attention to develop 
Uttar Pradesh through establishing public sector units. 
The state enterprises in Uttar Pradesh consist of 
53 corporation registered under the companies act and 8 
corporations and boards were set up under seperate statute. 
There were only 10 enterprises by the end of 1967 and 17 by 
the end of 1972. Their number sharply rose to 53 by 1977 
and further to 61 by 1988. Besides, there are 24 subsidiary 
companies of these corporations. The Uttar Pradesh state 
1. Oil and natural gas commission. Booklet published by Public 
Relations Department of ONGC, Kay, 1976, p.6. 
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enterprises are mainly functioning in the area of develop-
mental and promotional activities unlike the central public 
sector units which are predominantly manufacturing and tra-
ding in nature. Central public sector enterprises have 
been established mostly in accordance with the industrial 
policy resolutions of the government of India. State enter-
prises are mostly either old units run by the government 
departments or extension of departmental services. The 
state enterprises have beer, established. 
To provide infrastructural facilities in various 
sectors like Agriculture, Handicrafts, Handloom, Industries 
etc. 
To manage the public u t i l i t y system. 
To safeguard and expand emplojnnent opportunities and 
diversify the s t a t e ' s production potent ial in terras of 
value added. 
To uplift and help the economically weaker section of 
the society and minorities. 
The basic philosophy for establishing these state 
enterprises is to bring about a result oriented cost benefit 
approach to the developmental activities, accelerate growth 
in different sectors of the economy through specialised 
agencies and finally to ease the burden on state's financial 
resources through use of institutional finance. Setting up 
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of these numerous public enterprises reveals the state 
governments interest and intention to bring about rapid 
allround growth of the state with its meagre resources. 
The Uttar Pradesh public sector enterprises have 
been classified into following 8 groups. 
Table No. 2.2 shows the classification of public enterprises 
in Uttar Pradesh. 
S.Ho. Groups Number of enterprises 
1. Energy 
2. Manufacturing 
3. Service 
4. Financial Assistance 
5. Sectoral Development 
6. Area Development 
7. Minorities and weaker sections 
8. Construction 
3 
8 
8 
3 
17 
12 
5 
5 
Total 61 
Source: Annual Report, Uttar Pradesh state enterprises, 
Lucknow. 
Energy is an important sector within state enter-
prises, employing the major chunk of states resources. In 
addition to the state electricity board, Uttar Pradesh 
68 
Radya Vidyut Utpadan Nigam has "been established which is 
at present implementing the unchahar Thermal Power Project, 
To identify and implement the mini and micro hydel projects 
in plains and hills, a separate company has been established. 
This company is implementing three mini hydel projects and 
is undertaking studies/survey etc. for 19 other projects. 
Major enterprises under manufacturing group are sugar, 
textile, cement and auto tractors. While cement units were 
established to utilise the lime stone deposits available in 
Mirzapur district, sugar units are the result of take over 
of sick sugar units from private sector in 1971 . Textile 
corporation was set up to provide cotton yarn to the hand-
loom weavers scattered over the state as the entire yarn 
requirement of Uttar Pradesh was being met by the units 
outside the state. The corporation has established 13 
spinning mills with over 5 lacs spindles to fetch not only 
the needs of the state but also exporting its yarn to foreign 
countries and earning foreign exchange. The corporation has 
very good monitoring system and is competing with the 
private sector units. 
In the service sector there are 8 enterprises 
like U.P.S.R.T.C, Jal Nigam, warehousing corporation etc. 
All these enterpri ses are public utilities providing essen-
tial and basic amenities to the citizens of the state. These 
enterprises account for more than 259^  of the total employment 
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in the state enterprises. There are 3 enterprises in the 
financial and promotional category nair.ely U.l.F.C, picup 
and, Panchayati Raj Vitta Kigam. The first two ere engaged 
in providing financial assistance in the industrial develop-
ment of the state and have done exceedingly well and remained 
as top performers vis-a-vis their counterparts in other 
states. Their good performance over a period of tirr.e will 
place the state on the industrial rr.pp of the country. Pan-
chayati Raj Vitta Nigam provides asp.i.stance to panchaypti 
raj institutions and contributes to the development of sm^ll 
scale rural industries. 
There are 17 sectoral development corporations 
which have been established to cater to the specific needs 
of the different sectors of the industry in the state. 
Enterprises in the fields like brass ware, leath.er and han-
dloom have helped the small and poor artisans who were being 
exploited by the prevalent trade practices through imparting 
training, providing raw materials and marketing their produce. 
Uttar Pradesh electronics corporation has been set 
up for the development of the electronics industry. It is 
not only competing with other electronics units in the 
country specially in consumer electronics and computer hard-
ware but has been working as a developmental agency in this 
vital sunrise industry. It has been able to establish and 
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attract a number of electronics component industries, which 
will go a long way in the overall development of the state. 
Similarly, for exploitation of mineral resources of the 
state and developing fisheries, forest wealth tourism, 
separate corporations have been established. Chalchitra 
Nigam owns the largest chain of cinema halls in the country 
and is an effort to reach the rural masses and provide them 
recreational facilities. To assist the cane growers, four 
corporations have been set up on area basis to provide 
financial assistence for procurement of seed, fertilizer and 
pesticides etc. 
Divisional development corporations ore concent-
rating on the development of the revenue divisions through 
setting up of units based on available raw materials and to 
assist the local talents in establishing small scale units. 
For the development of economically weaker sections i.e., 
the scheduled castes and scheduled tribes and minorities, 
5 corporations have been set up to evolve specific schemes 
for their upliftment especially in the areas of finance and 
housing, imparting training etc. There are 5 units under the 
construction sector. Two construction corporation which are 
off-shoot of the state public works department have been 
established to develop competitive strength, not only in the 
works of the state but also to undertake jobs outside as 
contractors. These corporations i.e., Bridge and Nirman 
Wigam have been developed by not only completing the works 
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assigned by the state in time as feu* as possible but have 
also been able to secure contract works through bidding 
outeide the state. Bridge corporation has been able to 
secure foreign contract works too*though there have been 
some set back due to Iran Iraq war in the Gulf. 
Besides, local development authorities in towns, 
the Uttar Pradesh housing and development board has been 
continuosly endeavouring since 1966 towards solving the 
housing problems of urban population in the state. The 
Uttar Pradesh Avas Nigam has been set up recently, specifi-
cally to construct houses for police personnel. Cf u.i. State 
in a time-bound framework. Another enterprise U.P.S.I.D.C. 
is already engaged in providing developed plots and sheds for 
industrial purposes. 
Investment in Public Enterprises of Uttar Pradesh j 
At the end of 1986-87 the total government invest-
ment in the form of equity capital and loans in all public 
sector enterprises has been of the order of Rs. 5694 crores 
and institutional finance of Rs. 1795 crores has been mobi-
lised by these enterprises. Thus, the total investment in 
all these enterprises was nearly Rs. 7487 crores. Energy 
sector has lion's share of 80.7?^ of the total state govern-
me^t investment. Manufacturing and service enterprises 
account for 7.85^ and 4.8^ respectively. The remaining 
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6.65^ has been invested in the 42 enterpr ises . 
Employment in Uttar Pradesh public sector Enterprises : 
The to t a l employment in s ta te enterprises in 1988 
was app3X>ximately 2.4 l acs , of t h i s more than 40^ was shared 
by energy sector enterprises while service sector enterprises 
share was 26,39^ and of manufacturing enterprises share was 
21.89^. About 0.25 lac persons were employed by the sub-
s id ia r ies of these enterpr ises . Hence, the Uttar Pradesh 
s t a t e public enterprises have created a large volume of 
employment. 
Classif ication of Enterprises According to year of Establish-
ment. 
The following table reveals the year of establ ish-
ment of Uttar Pradesh s ta te public enterpr ises . 
Table No. 2.3 showing the c lass i f ica t ion of enterprises 
according the year of establishment. 
Year No. of enterprises 
Upto 1967 10 
1967-1972 7 
1972-1977 36 
1977-1982 4 
1982-& af ter 
T o t a l CA 
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The above mentioned table reveals that in 196? 
there were only 10 public sector units in the state but now 
the number has gone up to 61 and the Uttar Pradesh state 
electricity board is the giant public enterprise. 
Classification of Enterprises according to Funds Deployed 
The classification of public enterprises based 
on fund deployed is furnished in the table 2.4 
Table No. 2.4 showing the classification of 
enterprises based on Funds Deployed. 
Funds Deployed (Rs. in lacs) No. of enterprises 
0 - 5 0 13 
50 - 100 9 
100 - 1000 23 
1000 - above 1 6 
Total 61 
Source; Annual Report, Uttar Pradesh state enterprises, 
Lucknov. 
I t i s evident from the above t a b l e that out of 
61 e n t e r p r i s e s 13 e n t e r p r i s e s deployed the funds Rs.0-r50 l a k h s , 
9 e n t e r p r J r^ er; deployed P-. 50-100 l a k h ? , ?^ u r i t ? i e p l c y e i t h e 
funds ">-. 100-1000 l akhs 5- 16 e n t e r p r i p e s deployed the f.:rd6 of 
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Rs. 1000 and above. This shows that majority of enterprises 
deployed the funds of Rs. 100 - 1000 lakhs followed by the 
deployed funds of Rs. 1000 lakhs. 
Txxrnover of Public Bntertrisee in Uttar Pradesh : 
The table No. 2.5 makes a classification of Uttar 
Pradesh state public sector units on the basis of turnover. 
Table - 2.5 
Table No. 2.5 showing the classification of enterprises 
based on turnover 
Turnover (Rs. in lakh) No. of enterprises 
0 - 100 23 
100 - 1000 21 
1000 - 2500 3 
2500 - 5000 4 
5000 & above 10 
Sources Annual Report, Uttar Pradesh state enterprises, 
Lucknow. 
Prom the foregoing table it can be observed that 
23 public enterprises had turnover of Rs. 100 lakhs 21 enter-
prises had a turnover of Rs. KJO - 1000 lakhs 3 enterprises 
had a turnover of Rs. 1000 - 2500 lakhs and 10 enterprises 
V . 
had a tiirnover of Rs. 5000 lakhs. This leads to a conclusion t ^ ^ 
the majority of enterprises had less tiirnover. 
Table No. 2.6 reflects the classification of public sector 
units based on employment generated. 
Table - 2.6 
ClasaificatioD of enterprises based on Employment : 
Table No. 2,6 showing classification of enterprises based on 
employment generated. 
No. of employees No. of enterprises 
Below - 100 22 
100 - 500 13 
500 -1000 9 
1000 - 2500 8 
2500 - 5000 4 
5000 and above 5 
I • II I I . , • „ 
Total 61 
Source: Annual Report, Uttar Pradesh state enterprises, 
Lucknow. 
The table No. 2.6 shows the employment position 
in state public sector-22 Units are providing employment to 
below 100 people while the rest number of units are provi-
ding employment to more than 100 people. The table noted 
below shows the number of people employed by the state 
public sector during different years. 
Table - 2.7 
Bmployment in the organised sector in Uttar Pradesh. 
Year Public Sector Pri 
1970 
1975 
1979 
1980 
1981 
1982 
1983 
1985 
1986 
1987 
13.79 
15.29 
16.95 
17.38 
17.94 
18.62 
19.85 
20.25 
20.49 
20.98 
t e Sector 
4.68 
5.62 
5.53 
5.63 
6.28 
5.76 
Total (lakhs) 
18.47 
20.91 
22.91 
23.57 
24.90 
25.61 
Source: Uttar Pradesh in statistics, Kirpa ShaRkar, Ahish 
Publishing house, New Delhi, p. 50. 
Prom the foregoing table it can be observed that the 
number of employees has increased from 13.79 lakhs in 1970 
to 20.98 lakhs in 1987 in the public sector of Uttar Pradesh, 
A brief review of 61 public sector units of Uttar 
Pradesh state has been given in the following pages. 
7d 
Energy Bnterpr laes s 
The energy e n t e r p r i s e s include t h r e e u n i t s which 
a r e discussed belov : 
U t t a r Pradesh S ta te ELec t r ic i ty Board : 
n t t a r Pradesh s t a t e e l e c t r i c i t y board was es tab l i shed 
in Apri l 1, 1959 in persuance of p rovis ions of e l e c t r i c i t y 
( supply ) Act 1948 and was en t rus ted with t he r e s p o n s i b i l i t y 
of promoting a coordinated development of genera t ion , t ransmi-
ss ion , d i s t r i b u t i o n and supply of e l e c t r i c i t y with in the 
s t a t e of U t t a r Pradesh in the most economical and e f f i c i en t 
manner. The r e g i s t e r e d o f f i ce of the board i s s i tua ted a t 
"Shakti Bhawan", Lucknow*U.P.S.E.B. i s funct ional in charac-
t e r and comprises the following seven members as per the 
act : 
1) Chairman and Member Administrat ion 
2) Member ( ThermsJ. ) 
3) Member ( D i s t r i b u t i o n ) 
4) Member ( Finance and Accounts ) 
5) Secretary energy, U t t a r Pradesh Government ( Ex-officio ) 
6) Secretary Finance, Ut ta r Pradesh Government ( Ex-
o f f i c i o ) , 
The board worteat the head quar te r i s ca r r ied out 
through a s e c r e t a r i a t which i s organised general ly on the 
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pattern of state government. Secretariat functions under 
the overall control of secretary. The field activities are 
carried out through a hierarchy starting from chief engineer 
down to assistant engineers generally on area, zonal, circle, 
division and sub-division pattern. The Board has an estah-
lishment strength of about one lakh employees, starting 
from the lowest level of the skilled worker to the highest 
level of chief engineer. 
2) Uttar Pradesh Raiva Yidyut utnadan Nigam Limited : 
Uttar fradesh Rajya Vidyut Utpadan wigam limitea 
was incorporated on 25th August 1980 as a company under the 
Companies Act, 1956. The certificate of commencement of 
business was issued on 8th September 1980. It is a government 
company under section 617 of the Companies Act, 1956. The 
registered office of this corporation is located at 4B, 
Grokhle Marg, lucknow. The management of the corporation 
vests with the board of directors. At present there are 5 
directors and 237 personnel. 
3) Uttar Pradesh Alnarthak Evam Laghu Jal Vidyut Nigam 
Limited 
U t t a r Pradesh Alparthak Evam Laghu J a l Vidyut 
Nigam Limited ( Ut ta r Pradesh Micro-Mini Hydroe lec t r ic 
corporat ion Limited ) a government company r eg i s t e r ed under 
Companies Act 1956 and was incorporated on 15th Apr i l , 1985 
1'.' 
with an authorised capital of Rs. 10 crores. The Board of 
directors of the Nigam consists of 8 directors inclxiding 
Chairman,a Managing director and secretary. 
B) Manufacturing Enterprises : 
1) Uttar Pradesh State Agro Industrial Corporation Limited: 
The Uttar Pradesh state Agro Industrial corporation 
limited was incorporated on 29 March, 19^7 with an authorised 
capital of Rs. 5 crores and paid up capital of Rs. 3 crores. 
With the increase in turnover of the corporation, the autho-
rised capital was raised to Rs. 20 crores and the paid up 
capital today stands at Rs. 7.34 crores out of which Rs. 3.33 
crores have been contributed by the government of India and 
Rs. 4.01 crores by the Uttar Pradesh state government. The 
registered office of the corporation is situated at 22, 
Vidhan Sabha Marg, Lucknow. The maximum strength of the 
board of directors has been fixed at 19. At present there 
are 10 members on the board including Chairman, the managing 
director and 2 members nominated by the gs^f^^jtS^tM.A^'^^h^B,, 
The total strength of employees is 2364^ -/ «00 v '^'^ x^ 
"^^.J^^S^BP. y 
.. . • • ^ - . — . - — " ^ » v 
2) Ut t a r Pradesh Sta te H o r t i c u l t u r a l Produce MarJiEet'iwr'and 
Processing Corporation Limited 
It was incorporated as a subsidiary company of 
lo 
Uttar Pradesh state Agro Industrial Corporation Limited under 
the companies Act 1956 on 6,4.1977. At present there are 
8 members on the board of directors and the total strength 
of personnel is 142. 
3) Auto Tractors Limited : 
Auto Tractors Limited is a wholly owned enterprise 
of Uttar Pradesh government, having its factory at pratap-
garh, manufacturing tractors and diesel engines. This company 
was taken over by the Uttar Pradesh government in July, 1976 
from A.P. Group. It is having industrial license for manu-
facturing 12000 tractors and 5000 diesel engines annually. 
The operations of the company are governed by a board cons-
tituted by the government of Uttar Pradesh., comprising 
representatives from government, financial institutions and 
banks and industry. It is headed by a Chairman-cum-Managing 
director appointed by the state government. The total 
strength of employees is 1067. 
4) Uttar Pradesh State Cement Corporation Limited : 
It was incorporated as a public limited company on 
29th March, 1972 under the companies Act, 1956 and was 
granted a certificate of commencement of business on March 30, 
1972 with a registered office at Churk, District Mirzapur. 
At present the corporation has three production units located 
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at Churk, D.aLla and caaunar, all are in district Mirzapur. 
The corporation also has equity participation in two 
joint sector units viz, Uttar Pradesh Asbestors limited 
and Northern India Gas Co. limited. The total strength of 
the board of directors is 15, one third of the directors 
are nominated by the Governor of Uttar Pradesh. The other 
directors are experienced persons from industry, nominees 
of financial institutions. The total number of personnel 
as on 31.3.1987 was 4570. 
5) Uttar Pradesh Super Corporation Limited ; 
This corporation was incorporated as a public 
limited company on March 26, 1971 to manage a few sick sugar 
mills taken over by the Uttar Pradesh government, under 
sugar undertaking ( Acquisition ) Act, 1971 . initially 5 
sugar mills came under the corporation. At present the 
corporation owns 25 sugar mills as its unite. The board of 
directors of the corporation comprises 8 members including 
Chairman, a Managing Director and a :Joint Managing Director. 
Further, there are General Managers in each of the units. 
The total strength of the employees is 30,000. 
6) Uttar Pradesh State Textile Corporation Limited : 
The Uttar Pradesh State Textile Corporation (UPSTC) 
was Initially incorporated as a private limited company on 
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2nd December, 1969 and was converted into a public limited 
company on 24th december, 1973. To satisfy the conditions 
laid down by the central financing institutions for 
sanctioning term loans, two subsidiary companies viz, Uttar 
Pradesh state spinning Mills company ( No. 1 ) limited and 
Uttar Pradesh state spinning mills company ( No. II ) limited 
were also incorporated in 1974. The UPSTC and its two 
subsidiaries have an installed spindlcage of 4.75 lakhs 
( likely to go upto 5.25 lakhs after commissioning of 
Jaunpur and Ballia spinning mills ). The registered office 
of the corporation is located at 13.7 Barvodya Nagar, Kanpur. 
The corporation is managed by a board of directors consisting 
of 12 directors. The board is broad based which includes 
directors from varied disciplines e.g. representatives of 
financial institutions, banks and otherwise technically qua-
lified personnel. The others are appointed by the board of 
directors on nomination/recommendation of the Uttar Pradesh 
government. The total strength of the employees is 13»599. 
7) The Indian Turpentine ana Roain Company limited : 
It was set up in 1918 by the Uttar Pradesh forest 
department. The management of the company was transfered by 
the state government to a syndicate of private entrepreneurs 
who subsequently transfered the managing agency of the 
company to Shri J.P. Srivastava & sons of Kanpur. They 
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managed the affairs of the company till 1947, then the 
management was again taken over by the Uttar Pradesh 
government. The company is managed by a board of directors 
consisting of 10 members. Other members of the board are 
representative of the industries, finance, labour and 
forest department. The total strength of the personnel is 
688. 
8) Uttar Pradesh A.I. Limited : 
U.P.A.I. limited vas registered under section 617 
of the companies Act 1956 on April 28, 1977 and was granted 
certificate for commencement of business on June 28, 1977. 
The registered office of the corporation is located at 
Lucknow Vikas Bhawan, Hazratganj, Lucknow. The Chief sec-
retary of Uttar Pradesh government is the Chairman and 
secretary, hill development department government of Uttar 
Pradesh is the ( ex-officio ) Managing Director of the company. 
There are nine members of the board of directors including 
the chairman and the managing director. 
C) Service Enterprises ; 
1) Uttar Pradesh Development System Corporation Limited : 
It was established in 1977 on the assumption that 
decision makers and managers are not only in need of getting 
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reliable informations about various facts of their existing 
and new concerns, but also about the scope for improving 
the efficiency of investment and quality of services, through 
the introduction of suitable tailored scientific management 
practice within the procedure laid down by the government. 
The corporation was registered under section 617 of companies 
Act, 1956 or. March 15, 1977. The registered office of the 
corporation is at 9, Sarojini Naidu Marg, Lucknov. The 
secretary of planning Department of Uttar Pradesh government 
is the ( ex-officio ) Chairman of the corporation. At pre-
sent there are 15 directors on the board. The total strength 
of the employees is 95 including deputationists. 
I) Uttar Pradesh Government Employees Welfare Corporatiopt 
The Uttar Pradesh government employee welfare coiv 
poration has been registered under the societies registeration 
Act, 1860 ( Act XXI of I860 ). It started its business on 
May 3, 1965. The Head Office is situated at Jawahar Bhawan, 
Lucknow. The Chief secretary is the ex-officio chairman 
assisted by a full time executive director of the corpora-
tion. In addition there are five official directors on the 
board. The total strength of the employees is 815 including 
thitty two daily wagers. 
So 
3) Uttar Pradesh State Food and Essential Commodities 
Corporation limited 
The corporation is a government company under 
section 617 of the companies Act 1956. It was incorporated 
on October 22, 1974 and its registered office is located 
at 17, Grokhale Marge, Lucknow. The corporation has 11 
directors including a full time Managing Director and Part 
time non-official chairman. The Board of directors comprises 
the representatives of the food and civil supplies, coope-
rative, finance, institutional finance, planning^bureau of 
state enterprises and other departments of Uttar Pradesh 
government. The strength of the employees is 632. 
4) Uttar Pradesh Jal Nigam : 
Uttar Pradesh Jal Nigam was established under an 
act of legislature ( Uttar Pradesh water supply and sewerage 
Act No. 43 of 1975 ) in 1975-76. The head quater of the 
corporation is located at 6, Rana Pratap Marg, Lucknow. The 
chairman as well the members of the board of directors are 
nominated by the state government. There are ten (10) 
members on the board, besides a full time chairman and a 
full time managing director. The total strength of the 
personnel is 10,000. 
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5) U t t a r Pradesh Nalkoop Nl9am Limited : 
U t t a r Pradesh Nalkoop Nigam l imi ted was incorporated 
under the cpmpanies Act, 1956 on May 25, 1976. The r e g i s t e r e d 
of f ice of the corporat ion i s located a t B-718 sec tor C, 
Mahanagar, Post No. 312, Lucknow. The company i s managed 
by a board of d i r e c t o r s comprising of 10 d i r e c t o r s including 
a chairman and a fu l l time Managing Director . The t o t a l 
s t r eng th of personnel i s 904. 
6) Ut ta r Pradesh S ta te Jtoard Transport Corporation; 
With a view to provide comfortable and economic 
t r anspor t and a lso to aid a l l round development in the s t a t e , 
U t t a r Pradesh government Roadways was se t up in May, 1947. 
Under the Road Transport Corporation Act, 1950, the Ut ta r 
Pradesh s t a t e Road Transport Corporation ( U.P.S.R.T.C.) was 
se t up on June 1, 1972 and the Ut t a r Pradesh government 
Roadways was merged with t h i s corpora t ion . The Head o f f i ce 
of the corpora t ion i s a t Terhi Kothi near r i v e r bank colony, 
Lucknow. The corpora t ion i s managed by a Board of Directors 
which has 15 members includir^g a ch>^irnian and fu l l time 
Managing Direc tor . The corpora t ion i s divided into four 
zones v i z . Northern zone, c en t r a l zone, Eas tern zone and 
Western zone. By the end of March 1987, the corporat ion 
had 6679 buses , 147 t rucks and 77 t a x i s . The bus serv ice 
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extended over a distance of 3»17,117 kms. covering 2108 
routes and carried 42.75 crore passengers. The total 
strength of employees is 49564. 
7) Uttar Pradesh Small Industries Corporation Limited: 
Uttar Pradesh small industries corporation limited 
was set up on June 13» 1958. This corporation is a govern-
ment company within the meaning of section 617 of the compa-
nies Act, 1956. The registered office of the corporation 
is at 110, industrial estate, Pazalganj, Kanpur. At present 
there are 10 members on the board of directors including the 
chairman and the Managing ©irector. 
8) Uttar Pradesh Warehousing Corporation; 
The corporation was established on March 19» 1958 
under the central Act of agricultural produce ( development 
and warehousing ) corporation Act, 1956 which was later on 
replaced by the warehousing corporation Act, 1962. The 
share capital is equally subscribed by the centre and state 
governments. The registered office of the corporation is at 
Hagar place, New Hyderabad, lucknow. There are 11 directors 
on the board including chairman and a fxill time Managing 
Director. Out of these, 5 are official members and remaining 
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6 are non-official members. The total strength of personnel 
is 1986. 
D) Financial EnterprieeB : 
1) Uttar Pradesh Financial Corporation : 
The Uttar Pradesh financial corporation was set 
up on November 1st, 1954, by the Uttar Pradesh government 
under the state.t Financial Corporations Act, 1951. The 
head quarter is located at 14188, civil lines, Kanpur. The 
general superintendence, control and direction of the cor-
poration rest in the Board of directors. The board comprises 
four nominees of the state government, two nominees of IDBI, 
one nominee of RBI and four directors elected to represent 
scheduled banks, insurance companies/investment trust/other 
financial institutions, cooperative banks and share holders. 
The Managing director is appointed by the Uttar Pradesh 
government and is vhole time officer of the corporation. The 
total strength of employees as on 31 March, 1987 was 1084. 
It has at present 19 regional offices and 2 branch offices 
spread all over the state. 
2) The Pradeahiya Industrial and investment Corporation 
Of Uttar Pradesh Limited (PICUP) 
It was set up as a public limited company on March 
29» 1972 by the Uttar Pradesh government for the promotion 
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of medium and large scale industries in the state. The 
corporation is popularly known as PICUP. The registered 
office of the corporation is located at Moti Mahal, Rama 
Pratap Marg, Lucknow. The Board of directors includes 15 
directors including a part-time chairman and a full time 
Managing Director. Other directors are eminent persons 
from industry and government. The Chief secretary of Uttar 
Pradesh government is the part-time chairman of the corpo-
ration. The total employees strength is 350. It has two 
regional offices one in NOIDA and other one in Lucknow. 
3) TJttar Pradesh Panchayati Ra.i Vitta Evam Vikas Nigam Ltd.: 
This corporation was established as a government 
public company under section 617 of the companies Act, 1956. 
It was registered on April 24, 1973 and the certificate for 
commencement of business was obtained on January 19,1974. 
The registered office of the company is situated at B-rll, 
Nirala Nagar, Lucknow. The Board of directors consists of 
12 directors. To look after the intereats of the corporation 
at district level, 56 Panchayati raj officers have been 
appointed. The total strength of the employees is 133 
Including those at the district level. 
E) Area Development Enterprises : 
1) Garhwal Mandal Vikas Nigam Limited : 
Garhwal Mandal Vikas Nigam limited was registered 
S£ 
and incorporated under the companies Act, 1956 on March 31» 
1976 but it actually started functioning with effect from 
November 1, 1976, The registered office of this corpora-
tion is now sitiiated at 741/RaJpur road, Dehradun. It 
has a subsidiary by the name of Garhwal Anusuchit Janjati 
Vikas Nigam limited and two joint sector units viz, venus 
cement limited Rani Pokhari, district Dehradun and Delhi 
airtake service Delhi, The secretary of hill development 
of Uttar Pradesh is the part-time chairman of the corporation. 
There is also a full time Managing Director. At present there 
are 6 directors on the board of director. The total strength 
of the personnel is 1068 including 300 seasonal and daily 
wagers. 
2) Kumaon Mandal Yikas Nigam limited : 
This Nigam previously known as Uttar Pradesh 
Parvatiya Yikas Nigam limited was set up on March 30,1971 
under the companies Act, 1956. The registered office of the 
company is situated at Sachivalya Bhawan, Nainital. The 
corporation has 3 subsidiaries and 5 joint sector units. 
There is a non official Chairman of the corporation and a 
full time Managing director. The maximum strength of the 
board of the director is 15 and the total strength of 
employees is 640. 
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3) Agra Mandal Yikas Klgam limited : 
Agra Mandal Yikas Nigam limited was Incorporated 
and registered under the companies Act 1956, on March 51# 
1976 but the actual work was started from January 18, 1978, 
The registered office of this corporation is at 15/252 
Patehbad road, Agra. The corporation has a part time 
Chairman who is commissioner of Agra division and a full 
time Managing Director as the executive head. There are 15 
members on the Board of Directors. The total staff strength 
is 74 
4) Allahabad Mandal Vikas Nigam limited : 
This corporation was registered under section 17, 
of companies Act, 1956 on 31 March 1976. The registered 
office of the corporation is situated at 63 Dilkusha, Naya 
Katra, Allahabad ( Uttar Pradesh ). A non-official public 
man is the chairman of this corporation. The Board of 
directors usually consists of 17 directors, including chairman 
Managing Director, all the six District Magistrates of 
Allahabad,^atehpur, Kanpur, Nagar, Kanpur Dehat, Etawah and 
Farrukhabad districts, representatives of Finance department, 
planing department, institutional finance. Rural department 
department of Uttar Pradesh government, joint development 
commissioner Allahabad division. Administrator- of sharda 
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eahayak and Ram Ganga command area development authority 
and 2 non-officials. The total employees strength is 130. 
5) Uttar Pradesh Bundelkhand Vikas Nigam limited : 
It was established on Karch 30, 1971 as a govern-
ment company under section 617 of the companies Act 1956. 
The registered office of this company is located at 86, 
civil lines, Jhansi. The commissioner, Jhansi division, is 
the part time chairman of this corporation and there is a 
full time Managing Director. At present, there are 17, 
members on the Board of directors, including the chairman 
and the Managing Director. The total strength of the 
personnel is 40. 
6) Gorakhpur Mandal Vikas Ni^am limited : 
This corporation was incorporated and registered 
under the companies Act, 1956 on March 31, 1976. The 
registered office of this corporation is located at 245 
rustampur, canal road, Gorakhpur. The divisional commissioner 
is the part time chairman and there is a full time Managing 
Director. There are 15 members on the Board of directors 
including the chairman and Managing Director. The total 
strength of employees is 63 besides 46 persons engaged are 
daily wagers. 
9x 
7) Lucknow Mandaliya Vlkaa ITigam limited : 
It was registered on January 31» 1978 under the 
name of Uttar Pradesh Madhya Kshetriya Vikas Nigam limited. 
With the consent of the company law board the name of the 
corporation has been changed with effect from, January 1,1979 
The registered office of this corporation is located at 
509/155, T.G. civil lines, New Hyderabad, Lucknow. The 
commissioner of Lucknow division is the part time chairman 
and there is a full time Managing Director of this corpora-
tion. At present there are 16 members on the Board of direc-
tors including the chairman and the Managing Director and 
two special invitees. The total strength of the employees 
is 92. 
8) Meerut Mandal Vikas Kigam limited ; 
Meerut Mandal Vikas Nigam limited was registered 
under section 617 of the companies Act, 1956 and was set up on 
March 31, 1976. The head office of this corporation is 
located at P-205 Shastri Nagar Meerut. The divisional commi-
ssioner, Meerut, is the ex-officio chairman of this corpora-
tion and a senior P.C.S. officer is the full time Managing 
Director. At present there are 16 directors on the Board of 
directors including the chairman and the Managing Director. 
The total strength of the employees is 50. 
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9) Motadabad Mandal Yikas Nlgam Limited : 
I t was registered on March 30, 1977 under the 
companies Act, 1956. The registered office of t h i s corpo-
ra t ion i s s i tuated at 3-60 Ghandi Nagar Moradabad. The 
Divisional cson^issioner of Moradabad i s the ex-officio 
chairman. All the Dis t r ic t Magistrates of the d i s t r i c t s of 
division and the joint development commissioner, Moradabad 
are the ex-officio d i rec to r s . The Managing Director i s a 
fu l l time officer on deputation from the s ta te government. 
The t o t a l strength of the Board of directors i s lU The 
t o t a l strength of the employees as on 51.3.88 was 25 besides 
36 personnel on consolidated sa lary . 
10) Uttar Pradesh Pashchimi Kshetriya Vikas Nigam Limited: 
This corporation was registered under section 617 
of the companies Act 1956 and was incorporated on 3l»January 
1976. The registered office of th i s corporation i s located 
at 35 thea t re road cantt , Bare i l ly . The Divisional commi-
ssioner Bareil ly is the ex-officio chairman of the corpora-
t ion and a senior P . C S . officer is the ful l time Managing 
Director . At present there are 12 directors on the Board 
of directors including the chairman and the Managing Director, 
The to t a l strength of personnel i s 57. 
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11) Uttar Pradesh Poorvanchal Vikas T^l|gam Limited : 
Uttar Pradesh Poorvanchal Vikas TTigarc limited was 
established in 1971 as a company under the companies Act, 
1956. The government took a decision in 1976 to set up a 
development corporation in each division and consequently 
this corporation was renamed as divisional development corpo-
ration and its area of operation was reduced to 6 districts of 
Faizabad division from 15 districts. Its head quarter is 
located at Faizabad, The registered office of this corporation 
is located at Parikarma Harg, civil lines, Faizabad. There is 
a non - official chairman and a full time managing director of 
this corporation. The Board of directors comprises 13 direc-
tors including the chairman and the Managing Director. The 
total strength of employees as on 31> March 1987 was 56. 
1 2) Varanasi Mandal Vikas Nigam limited : 
It was registered under section 617 of the compa-
nies Act 1956 and was incorporated on Karch 31, 1976. The 
registered office of this corporation is located at 25/221, 
K-B, Panchakoshi !^arg, orderly Bazar, Varanasi. The Divisional 
commissioner, Varanasi is the ex-officio chairman. There 
is a full time Managing Director. At presert there are 15 
directors on the board including Managing Director and 
chairman. The total strength of the employees is 40. 
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P) Sectoral Development EDterT?rlses : 
1) Uttar Pradesh State Brassvare Corporation Limited: 
This corporation was incorporated as a government 
company under section 617 of the companies Act 1956 on 
Pebuary 12, 1974. The registered office of this corporation 
is located at Moradabad. During the 13 years of its existence, 
it has opened its offices at Mirzapur, Varanasi, Aligarh, 
Almora, Jhansi, Sultanpur, Lalltpur, Kanpur, Nalnital and 
Lucknow. There are 9 directors including the chairman and 
the Managing Director. The corporation has 4 regional offices 
and 5 branch offices are managed by regional managers and 
branch managers respectively. The total strength of the 
employees is 234. 
2) Uttar Pradesh Bhumi Sudhar Nigam Limitedt 
Uttar Pradesh Bhumi Sudhar corporation limited was 
in corporated on March 30, 1978 under the companies Act 1956, 
The registered office of this Nigam is located at B-16 
sector - H, Aligang, Lucknow. It has a full time chairman and 
a managing director. At present, there sre 8 members on the 
Board of directors. The total strength of the employees 
is 77. 
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3) Uttar Pradesh Chalchitra Nlgam Limited : 
This corporation ae a Uttar Pradesh government 
enterprise, is registered under the companies Act, 1956. 
The corporation came into existence on let September 1975 
and its registered office is located at 1, Gokhla Lucknow. 
This corporation has an ex-officio chairman, a full time 
vice chairman and a full time managing director. The total 
strengthof the Board of directors is 11 including chairman 
and vice chairman. The total strength of the personnel 
is 611. 
4) Uttar Pradesh Electronics Corporation Limited : 
It was incorporated in 1974 as a state government 
enterprise and commenced operations as a subsidiary of pra-
deshiya industrial and investment corporation of Uttar Pradesh 
limited ( PICUP ). As a result of its increased operations, 
TTBdL was delinked from its parent body in June, 1976 and 
assumed an autonomous status. The Uttar Pradesh Electronics 
corporation limited thus came into being as an apex body in 
1976 and was registered under the companies Act, 1956. The 
registered office of this corporation is located at C.B.Gupta 
Navchetna sadan, 10, Ashok Karg, Lucknow. There are at present 
10 directors on the board of the company. The corporation 
and its wholly owned subsidiaries employ 3500 employees in-
cluding a large number of engineers. 
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5) Uttar Pradesh Export Corporation : 
It was incorporated as a public limited coiiipany on 
January 20, 1966 under the companies Act, 1956. The regis-
tered office of this corporation is located at B-27, Sarvodya 
Nagar, Kanpur. The secretary, small and village industries 
department, Uttar Pradesh government is the ex-officlo chairman 
of this corporation. There is a full time Managing Director. 
The present strength of the Board of director is 11 including 
the chairman and the Managing Director. The total strength 
of the employees as on december 10, 1986 was 453. 
6) Uttar Pradesh Forest Corporation : 
Uttar Pradesh Forest corporation was set up on 
november 25, 1974 under an ordinance which was replaced by 
the Uttar Pradesh Forest Corporation Act, 1974. The head 
office of the corporation is located at B-932 sector B, Maha-
nagar, Lucknow. It is a statutary corporation, wholly owned 
by the Uttar Pradesh government. There are 9 members on the 
board. The total strength of the regular employees is around 
2400. 
7) Uttar Pradesh State Handloom Corporation limited : 
It was incorporated as government company on January 
9, 1973 under the companies Act, 1956. The certificate of 
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commencement of business was issued on January 22, 1975. 
The registered office is at hathkargha bhawan, G.T. Road 
Kanpur. This corporation has 3 subsidiary companies. At 
present there are 9 members on the Board of directors 
including the chairman and the I'an&glng Director, The total 
strength of the employees is 2003. 
8) Uttar Pradesh State Leather Development and Marketing 
Corporation Limited t 
It is a government public company under the compa-
nies Act, 1956. It was registered in Pebuary 1974 for 
speedier development of leather industry. The registered 
office of this corporation is located at 16158-A, Sadar 
Bhatti road Agra. At present there are 7 members on the Board 
of directors. The total strength of the employees is 160. 
9) Uttar Pradesh State Mineral Development Corporation Ltd.: 
UPSMDC was incorporated as a government company on 
March 13, 1974. The registered office of this corporation 
is located at pragati kendra, Kapoorthala commercial complex, 
Aligang, Lucknow. It has two subsidiaries companies. At 
present there are 13 members on the Board of directors. The 
total strength of employees is 663^ 
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10) Uttar Pradesh Mats.ya Vikas Nlgam limited j 
Uttar Pradesh Matsya vikas Rigam limited was incor-
porated on October 27, 1979 under section 617 of the companies 
Act, 1956. The registered office is located at 12 - 13, mall 
avenue, lucknow. The Minister of state for Fisheries depart-
ment, Uttar Pradesh government is the ex-officio chairman 
and joint secretary, Matsya utpadan,Government of Uttar Pra-
desh is the part time Managing Director of the Nigam. Besides 
there are 7 other directors including two non-officials on 
the hoard of directors of this Kigam. The total staff strength 
as on 31.3.86 was 127. 
11) Uttar Pradesh Pashudhan Ud.vog Nigam Limited : 
It was incorporated on March 5, 1975 under the 
companies Act, 1956 and it obtained the certificate to start 
business on April 11, 1975. The office of this corporation 
is located at central dairy form Aligarh. There is non-
official chairman and a full time Managing Director. At 
present there are 3 members on the Board including the chair-
man and the Managing Director. The total strength of employees 
as on 31 March 1986 was 755 including 534 daily wagers. 
1 2) Prayag Chitrakoot Krishi evam Godhan Vikas 
Nigam Limited : 
This corporation was registered under section 617, 
o:ff the companies Act, 1956 and was set up on December 12, 
9. 
1974. The registered office of this corporation is situated 
at Karvi, district Banda, There is a part time chairman, 
a vice chairman and a full time Managing Director, At present 
there are 15 members on the Board of directors. The total 
strength of the employees is 28. 
13) Uttar Pradesh State Tourism Developme||j^  
Corporation limited : 
This corporation was incorporated on August 5,1974 
under the companies Act, 1956, with a view to provide lodg-
ing and wayside facilities to the visitors coming to the 
state. The registered office of this corporation is located 
at chitrahar building 3» Naval kishore road Luc^now. The 
chairman of this corporation is a non-official person and the 
director tourism, Uttar Pradesh is the ex-officio Managing 
Director of the corporation. There are 16 members on the 
Board of directors. The total strength of employees is 358. 
14) Uttar Pradesh ( Madhya ) Ganna Bee.1 Evam Vikas 
ITigam Limited : 
It was registered under section 6l7 of the 
companies Act, 1956. It was incorporated on august 27,1975 
and was issued the certificate for comxnencement of business 
on December 15, 1975. The registered office of this cor-
poration is located at C-142/B-3 Mahanagar, Lucknow. The 
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area of operation of this corporation is spread over in 15 
districts of central Uttar Pradesh. It is Managed by a 
Board of directors duly constituted by the state government. 
At present there are 12 members in the Board of directors 
including the chairman. The total strength of employees 
is 33. 
15) Uttar Pradesh ( Pashchim ) Ganna Bee.1 Evam Vikas 
Nigam Limited : 
This corporation was registered under section 617 
of the companies Act, 1956 and as incorporated on august 27, 
1975. The registered office is located at 151/1-A, south 
civil lines Muzaffarragar Uttar Pradesh. The area of opera-
tion is spread over the 8 districts and the board of director 
consists of 12 directors. The total strength of the employees 
as on March 31, 1986 was 19. 
16) Uttar Pradesh ( Poorva ) Ganna Bee.i Evam Vikas 
Nigam Limited ; 
Uttar Pradesh ( Poorva ) Ganna Beej Evam Vikas 
Kigam limited was registered under companies Act, 1956 on 
AUffust 27, 1975. The certificate of incorporation was issued 
on December 26, 1975. The registered office of the Nigam is 
situated at 41/1000, new colony Deorla. The Board of directors 
lOx 
consists of 12 directors. The total number of employees as 
on March 31, 1987 was 20. 
17) Uttar Pradesh ( Rohel Khand Tarai ) Ganna Bee.i Evam 
Vikas Nigaa Limited : 
It was registered under section 617 of the compa-
nies Act, 1956 on august 27, 1975 and the certificate for 
commencement of business was obtained on November 24, 1975. 
The area of operation of this corporation is spread over the 
nine districts. This corporation is an undertaking of Uttar 
Pradesh where in 51^ shares have been contributed by the 
state government and 49?^  shares by the progressive cane gro-
wers of the cane unions of 9 districts. The registered office 
of this corporation is located at 26 and 27 H.I.G.B.D.A. 
colony ( opposite Tara Talkies ) P.O. Shahaniatganj\ Bareilly. 
There are 12 members on the Board of directors including the 
chairman. There is a full time Managing Director, who is 
on deputation from the cane development department Uttar 
Pradesh. The total strength of employees is 20. 
G) Weaker Sections and Minorities Development Enterprises : 
1) Uttar Pradesh Anusuchit Jati Vitta Evam Vikas 
Nigam Limited : 
It was registered under section 617 of the compa-
nies Act, 1956 and was incorporated in March 1975. The 
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registered office of the corporation is located at B-912, 
sector C, mahanagar, Lucknow. At present there is a part 
time non-official chairman of the corporation. There is a 
full time Managing Director. There are 15 members on the 
Board of directors including the chairman and the Managing 
Director. The total strength of the employees is 470. 
2) Hariian Bvam Nirbal Yarg Avas Nlgam Limited : 
This corporation was incorporated as a government 
company under section 617, of the companies Act, 1956. The 
Nigam was granted certificate for commencement of business 
on September 13, 1976, The registered office is located at 
LekhraJ Market, Indira Nagar, Lucknow. There is a part time 
non-official chairman and a full time Managing Director in 
the corporation. There are 11 directors on the board 
including chairman and Managing Director against a minimum 
strength of 15. The total strength of employees is 571. 
3) Tarai Anusuchit Jan.lati Vikas Nigam Limited : 
It was registered under section 617 of the compa-
nies Act, 1956, as a government company on August 2, 1975. 
The registered office of the corporation is at 46/3 Gokhole 
vihar Marg, Lucknow. This corporation is headed by chairman 
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who is also the secretary, Harijan and social welfare 
Department, Uttar Pradesh, It has a full time Managing 
Director from IAS cadre. The Board of directors has 7 
members including the chairman and Managing Director. The 
total strength of the employees is about 50. 
4) Uttar Pradesh Alp Sankhyak Yitta Evam Vikas 
Nigam Limited : 
It was incorporated and registered under the 
companies Act, 1956 on November 7, 1984. The certificate 
for commencement of business was issued on December 27,1984. 
The registered office is located at 10-A vidhan sabha marg, 
Lucknow. Mr. Niaz Hasan, speaker, legislative assembly, 
Uttar Pradesh is also the chairman of this corporation. There 
are 8 directors on the board including the chairman and 
Managing Director. The total strength of employees is 32. 
5) Uttar Pradesh Vaaf Vikas Nigam Limited : 
Uttar Pradesh Waqf Vikas Nigam limited is a govern-
ment company under section 617, of the companies Act, 1956. 
The certificate of incorporation was issued on april 27,1987. 
The corporation has been established mainly for the develop-
ment of Waqf properties. The registered office is located 
at 7148 prag Narain road, Lucknow. The present Board of 
directors of the Nigam comprises of 11 directors. The 
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corporation is in its initial stage of establishment and 
the total staff strength as on 31 March 1988 was 4. 
H) Construction Enterprises : 
1) Uttar Pradesh state Bridge Corporation Limited : 
Uttar Pradesh state bridge corporation limited is 
a government company under section 617 of the companies Act, 
1956 and was registered on October 18, 1972. This corpora-
tion commenced actual functioning from march 1, 1973« The 
registered office of the corporetion is et 16, Madsn Mohan 
Malviya Marg, Lucknow. The secretary, P.W.D. is the ex-
officio chairman of the company, other directors are secretary 
planing, secretary judicial, secretary finance, engineer in 
chief of P.W.D., Managing Director, Uttar Pradesh Nirman 
Nigam and a full time Managing director of the company. The 
corporation is managing its affairs with 5 regional officers 
and 30 field units of which two are located in Iraq and Nepal 
respectively. The total strength of the employees is 2797. 
2) Uttar Pradesh Ra.lkiya Firman Nigam Limited : 
This corporation was incorporated on May 1, 1975 
under section 617 of the companies Act, 1956, and started 
its business in August, 1975. The registered office of the 
corporation is located at Ashok Marg, Lucknow. The secretary, 
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P.W.D. is the ex-officio chairman, with a full time Mana-
ging Director on the Board of directors including the 
chairman and the Managing Director. There are at present 
75 units located at different places in Uttar Pradesh, 
Chandigarh and Delhi, The total strength of regular emplo-
yees is around 1100. 
3) Uttar Pradesh Housing and Development Board : 
It was established on April, 1966 under the Uttar 
Pradesh Housing and Development Board Act, 1965. The head 
office of the board is located at 104, Mahatma Gandhi Marg, 
Lucknow. The chairman of the board, normally, a non 
official member, is appointed by the Uttar Pradesh govern-
ments There is a full time chief executive officer, who 
is designated as Housing commissioner. The strength of the 
board is 12 including the chairman and Housing commissioner. 
So far the board has established 10 circles and 57 divisions 
in different parts of the state. The total strength of 
employees is 3478. 
4) Uttar Pradesh State Industrial Development 
Corporation Limited : 
Uttar Pradesh state industrial development corpora-
tion limited is a government company registered under the 
companies Act, 1956. It was incorporated in march, 1961. 
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The registered office of this corporation is located at 
117/130 servodya nagar, Kanpur. The corporation has 3 
subsidiary units viz, Uttar Pradesh instruments limited, 
Lucknow, Uttar Pradesh Digitals limited, Bhowali and Uttar 
Pradesh lyres and Tubes limited. The secretary, industries 
development, is the part time chairman of the corporation. 
In addition, the board has 17 directors including a full 
time Managing Director. The total strength of the employees 
is 648. 
5) Uttar Pradesh Police Avas Nigam Limited : 
Uttar Pradesh Police Avas Nigam limited is a 
government company under section 617 of companies Act 1956, 
It was registered on March 27, 1987. The registered office 
of the corporation is located at A-81, vijay khand-2, 
Gomti Nagar, Lucknow. At present there are 7 members on the 
Board of directors, including the chairman - ctun Managing 
Director. The chairman cum-Managing Director is the chief 
executive of the corporation. He is assisted by General 
Manager ( Finance ). General Manager ( Administration ) 
General Manager ( construction ) and by other staff in mana-
ging the day to day affairs of the corporation. This cor-
poration has made modest begining on new schemes entrusted by 
police department, Uttar Pradesh government. During the year 
1988 - 89, the corporation is expected to complete works 
exceeding Rs. 50 lakhs. 
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Uttar Pradesh is one of the industrially backward 
state of India. A number of measures have been taken to 
boost up industrialization in the state in accordance with 
the industrial policy of the government. In the sixties 
the planning commission divided the whole Uttar Pradesh 
into 39 backward and 17 non-backward districts on the basis 
of the level of industrial development. 
The government has established the following coor-
dinating agencies for industrial development; 
1) Di rec to ra t e of I n d u s t r i e s . 
2) Pradeshiya i n d u s t r i a l and investment corporat ion of 
Ut ta r Pradesh ( PICUP ) . 
3) U t t a r Pradesh s t a t e i n d u s t r i a l development corporat ion 
( UPSIDC ) . 
4) U t t a r Pradesh small i n d u s t r i a l development corporat ion 
( UPSIDC ) . 
5) Ut ta r Pradesh f inanc ia l corporat ion (UPFC). 
6) U t t a r Pradesh a g r o - i n d u s t r i a l corpora t ion . 
The government has a lso undertaken d i f f e r en t s teps 
with a view to put the s t a t e on the i n d u s t r i a l map of the 
count ry . The growth and development of i n f r a s t r u c t u r e l i k e , 
power^transport and roads , f i nanc i a l support , banking were 
1, Tiwari , R.T. , "Opportunity s t r u c t u r e and IndustrisLLization 
of backward areas in Ut t a r Pradesh" . , Indit»iJournal of 
I n d u s t r i a l Re la t ions , v o l . 19(2) , October t , p . 211. 
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given higher economic priority with a view to give a proper 
direction to the overall economic development of the state. 
The economy of the state has suffered owings to 
inadequate means of communication and transportation. Accor-
dingly, the government has undertaken different steps for 
the development of the communication sector during two 
decades. The position of Uttar Pradesh is better in respect 
of transport with 20 km, of railway route - length per 
thousand sq. kms. of area as against all India average of 
18 kms. The state held a road length of 29.213 kms, (sur-
face road) in 1968 - 69 which has increased to 55.409 kms. 
in 1973 - 74 and to 56688 kms. in 1978 - 79 showing an 
increase of 2.159^  during the IV plan ( 1974 - 79 ). The total 
road length further increased to 59,133 kms. in 1979 - 80 
and to 61,879 in kms. in 1980 - 82.^ 
The cry of the participation of the government in 
Industry, Trade and Commerce is not a new concept in Uttar 
Pradesh. The government of the state as well as central 
government have played a dominant role in the industrial 
development of the state. All the public sector enterprises 
is the result of state policy to create socialistic pattern 
1, Commerce, Bombay, vol. 141, No, 608, August, 1980, p.67. 
2. Draft annual plan 1982 - 83, planning department. Govern-
ment of Uttar Pradesh., Lucknow, p, 6. 
10; 
of society in Uttar Pradesh. The following table reveals 
the investment made by the central government in the public 
sector of different states upto 31-3-1987. 
l i b 
Tabli 
Investment in Publ ic Sector 
S.No. 
U 
2 . 
3 . 
4 . 
5 . 
6 . 
7 . 
8 . 
9 . 
10 . 
1 1 . 
12 . 
1 3 . 
14 . 
1 5 . 
16 . 
17 . 
1 8 . 
19 . 
20 . 
2 1 . 
2 2 . 
2 3 . 
Sta t e s 
Maharashtra 
Madhiya Pradesh 
Bihar 
Andhra Pradesh 
Or issa 
West Bengal 
U t t a r Pradesh 
Assam 
Gujrat 
Tamil Nadu 
Delhi 
Karnataka 
Kerala 
Rajasthan 
Haryana 
Punjab 
Himachal Pradesh 
Tripura 
Manipur 
Jammu & Kashmir 
Nagaland 
Goa 
Others 
? - 2.7 
by cen t ra l 
Investment 
10905.09 
8571.69 
6969.20 
6761.52 
4637.65 
4524.94 
3913.96 
•3808.72 
3197.79 
3018.82 
1928.48 
1721.52 
1074.44 
780.95 
649.69 
641.02 
527.43 
160.83 
139.68 
117.84 
78.17 
35.27 
27.30 
64192 
government upto 31-3-87 
^age of Total 
Investment 
{h, in c ro res . ) 
17.00 
13.35 
10.86 
10.53 
7.23 
7.05 
6.10 
5.93 
4.98 
4.70 
3.00 
2.68 
1.67 
1.22 
1.01 
1.00 
0.82 
0.25 
0.22 
0.18 
0.12 
0.06 
0.04 
100.00 
Source: The Rajisthan patrika ( 8th December 1988 ) 
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Uttar Pradesh being one of the economically back-
ward states of India, accounting nearly one sixth of the 
country's population has not only lower level of per capita 
income, but its growth rate is nearly one half of the country's 
growth. The deliberate, efforts to develop this backward 
state through state initiative have been made by the centre 
as well as by the state government. Various central govern-
ment projects under implementation, would certainly accelerate 
pace of industrial development in the state at a faster rate. 
As a result the central government has promoted and estab-
lished 24 public sector units in Uttar Pradesh. The govern-
ment aims at establishing at least one large industry in 
the backward districts of the state. A new thrust is given 
to nucleous-projects in the backward districts with a view 
to encourage ancillary and small scale industries. In 1970, 
there were few public sector units in the state but now the 
number has g6ne up to 6l and the Uttar Pradesh state electricity 
Board the giant public enterprise. The investment in other 
Uttar Pradesh state public sector units is likely to touch 
Rs.7487 crores mark in near future. The table reveals the 
top ten organisations in terms of funds deployed. 
U t t a r Pradesh Sta te En te rpr i ses : 
Table - 2.8 
Top ^en o rgan i sa t ions in terms of Ponds Deployed 1986-87. 
a «« -o^*^.^^* - - T&±d up Amount of Total funds P r o f i t / S.No. En te rp r i ses c a p i t a l Loans i^eployed l o s s 
(Es.in l acs ) 
1. Uttar Pradesh - 420183 420183 17753 
Electricity 
Board 
2. Uttar Pradesh 100 38995 39095 
Vidyut Utpadan 
Nigam Limited 
3. Uttar Pradesh IO613 14100 24713 3214 
Sugar Corpo-
ration 
4. Uttar Pradesh 14471 200 14671 252 
Road Transport 
Corporation 
5. 
6. 
7. 
8. 
9. 
Uttar Pradesh 
Jal Nigan 
PICUP Limited 
Uttar Pradesh 
State Trans-
pott Corpora-
tion Limited 
Uttar Pradesh 
Cement Cor-
poration 
Limited 
Uttar Pradesh 
Housing Deve-
lopment Board 
— 
6149 
8883 
6153 
— 
10896 
4256 
" 
12 
5609 
10896 
10406 
8883 
6175 
5609 
« 800 
111 
- 971 
^1684 
111 
10. uttar Pradesh 100 2525 3225 226 
P.O. 
Source: Annual report, U.P. state enterprises, Lucknow. 
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In the above table, the Investment in top ten 
Uttar Pradesh public sector enterprises is depicted vrtiich 
shows the importance of top ten public sector units in 
Uttar Pradesh's economy. It is obvious that U.P.S.E.B. has • 
been given top priority in terms of investment with a view to 
carry on speedy industrial development in the state. 
From the above noted facts it can be observed that, 
the state government is taking keen interest in the develop-
ment and growth of public sector with a view to create 
socialistic pattern of society as envisaged in the indus-
trial policy resolution of 1956. The outlook for the coming 
decade for public sector undertakings is quite satisfactory 
in the sense that the growth in industrial field will be 
accelerated due to fresh allocation of resources in the field 
of power generation and distribution, transport infrastructural 
development and other core and basic sectors of Uttar Pradesh's 
industrial economy. This will be further helped by the sustai-
ned efforts ofthe management of the enterprises to improve 
good labour relations, their methods of working and taking 
judicious economic decisions in order to pave the way for 
its further growth and development. The need of the hour is 
to take care ofthe employees of the public sector. This 
step could go a long way in achieving better results. Growing 
realisation of the state rulers and their earnest efforts to 
accelerate the tempo of industrialization through the medium 
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of public sector undertakings will, in course of time, 
give a new dimension to the phenomenon of industrial rela-
tions. Since the task of industrialising the state, has 
been entrusted to the public sector it must therefore, 
emerge as a model employer and evolve best tradition for 
maintaining good industrial relations. Public undertakings 
should serve as pace - setter both in the matter of accelera-
ting the industrial tempo as well as laying down sound 
labour management relations. 
Hence, it becomes important to deal with the 
existing labour laws so that a comprehensive policy of labour 
relations is formulated to overcome the problem of labour 
management relations so significant for the socio - economic 
development of Uttar Pradesh. Therefore, an attempt has been 
made in the following chapter to review the existing labour 
legislations in Uttar Pradesh. 
1. Matto, A.R., "A critical study of industrial relations 
in the public sector units of Kashmir", unpublished 
work, 197t), A.M.U., Aligarh. 
CHAPTER - III 
LABOUR LEGISLATION IN UTTAR PRADESH : 
A REVIEW 
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LABOUR LEGISLATION IN UTTBR PRADESH; A REVIEW 
In order to protect the interest and save the 
labour against exploitation and tyranny by the owners and 
managers, enactment of suitable labour legislations becomes 
the first and foremost task of any social welfare state. 
Legislation in the field of labour has been undertaken all 
over the world as a consequence of the requirements of the 
working class. Different progressive labour laws have cha-
racterised the labour relations system of developing economlP's, 
state of Uttar Pradesh is no exception. In this context, 
it has been attempted in this chapter to study the promulgated 
labour laws in Uttar Pradesh and analyse how for they are 
helpful in order to create a socialistic pattern of society. 
This socialistic pattern of society can be brou^t thi*ough 
well planned economic development which is free from all kinds 
of turmoil, conflicts and disputes. 
Peaceful and Cordial Industrial relations are a 
Binequa-non of all economic development and to ensure this, 
labour legislation has a special role to play. Adequate 
laws have to be enacted to provide a suitable machinery for 
resolving differences and disputes, grievances and conflicts, 
1. Mattoo, A.R., A critical study of industrial relations 
in the public sector units of Kashmir, unpublished work, 
A.M.U., Aligarh, 1976. 
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f r i c t i o n s and t e n s i o n s , a r i s i n g as a r e s u l t of divergent 
views of the labour and management. The process of enact-
ment i s a continuous one for t he l e g i s l a t i o n has to be in 
tune with the changing concepts of soc i e ty . Some of the 
a c t s t h e r e f o r e , need amendments and modifications^some 
need to be completly replaced and a host of o the r s to be 
enacted a f resh , keeping in view the pecu l i a r condi t ions of 
a s t a t e . 
Labour Leg ia l a t ion P r io r to Independence : 
I t was-in the middle of the 19th century tha t the 
foundation of the modem indus t ry were l a i d down. P lan ta -
t i o n of t e a , cot ton and j u t e manufacturing, coal mining and 
rai lways a l l based on c a p i t a l i s t i c methods of production 
got a r e a l s t a r t between 1850 - 1860,R.C. Saxena says "at 
t h a t time the pol icy of the government was to p ro tec t the 
soc ia l system. Hence the l e g i s l a t i o n which was undertaken 
in 1859 and I860 i . e . the VIorkmen's Breach of Contract Act 
of 1859 and Employer's and Workmen's ( Disputes ) Act of 
1860 r e l a t e d t o the p e n a l t i e s the workers who were gu i l t y of 
breach of cont rac t which was made a cr iminal offence. As 
observed by V.N. Pandey. "By the end of the nineteenth 
1 . Motto, A.R., A c r i t i c a l study of i n d u s t r i a l r e l a t i o n s in 
the publ ic sec to r u n i t s of Kashmir, unpublished work, 
A.M.D., Al igarh . p . 
2 . Saxena, R.C. "Labour Problems and Social welfare" . Educa-
t i o n a l Publ i shers and P r i r t e r s , Meerut, 14th ed. 1981, 
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century, however, efforts were made to enact laws to correct 
the more serious abuses in the employment of workers in 
factories and mines. The earliest of those were the facto-
ries Act of 1881 and 1891 which placed a limitation on the 
employment and working hours of women and children, Sharma 
remarksf "It is interesting to note here that in the brief 
period between 1879 and 1881 an organised opposition was put 
up by the Bombay and Bengal chambers of commerce, the Mills 
Owner's Association of Bombay, the Calcutta Traders Associa-
tion, the British India Association, Managers of Mills and 
the Bombay Mills owners Association in January 1880, made 
a representation to government of India stating the reasons 
2 
for not introducing such legislation. 
Prom the workers point of view, the fundamental 
cause of labour movement was the exploitation o^ women and 
children in the cotton factories of Bombay. Moreover, the 
initial cause of the movement was either political, or the 
organised effort of the factories workers, but the humani-
tarian efforts of English Philanthropist, and the approach 
of Indian social reformers. However, various laws were 
passed before independence but they were not promulgated and 
1. Pandey. V.N., "Labour and Industrial Laws", Eastern Book 
Company, Lucknow, p. 2. 
2. Sharma G.K., "Labour Movement in India," University 
Publishers, Delhi, first edition, 1963, p. 50, 
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hence there was, no improvement in the economic conditions 
of labour. 
Inspite of enacting the acts, no efforts were 
made to enforce them for the welfare of the labour because 
of the absence of a suitable machinery or agency. As a 
consequence, the plight of workers was not improved and 
the employer remained in the same dominant position. The 
fault of the state government to consider the labour prob-
lems as socio - economic problems was the main reason of 
depriving the labour of their due demands and amenities. 
Thus, labour grievances and problems received no attractive 
attention from different political leaders as well as union 
leaders. The government was not resisted by the organised 
labour as their organization leaders were interested in poli-
tical movements and did not force the government to enforce 
the necessary labour laws to protect the interest of the 
labour. Hence, the weak labour movement callous,and indiffe-
rent attitude of the government resulted in the print of labour 
legislations on paper only because no rules were ever fraiced 
for imp]ementation. Under the worst industrial circumstances, 
the labour acts became an loso.l ate j.'equi:'e:nents for tbe 
planned industrial development. 
But whatever the Acts were enacted rer-ained inorera-
tive and nothing is on record to know what benefits were 
11 
gained by workers from those acts and for whose sake and 
interest they were passed. 
Post Independence Legislation : 
In 1947, when India attained political freedom, 
a new ray of hope was generated among the working class. 
The end of autocracy put an end to their misfortunes, 
miseries and poor plight. Like other classes of 
society the working class was jubilant in particular for 
that magnificent role which they played in the struggle 
for political freedom. Political liberation gave them a 
golden opportunity to improve their ranks and with certain as-
pirations they convinced the government to undertake the imple-
mentation, introduction and modification of the provisions of 
labour legislations. But the demand of labour was laughed 
at and ultimately the workers became frustrated and dejected. 
The popular government did not encourage the labour movement 
and the workers plight remained m.iserable. However the 
union leaders continued to work under the guidence of poli-
tical leaders and made various attempts to draw the attention 
of the government to the labour problems. As a result 'the 
Industrial Disputes Act' and the Trade Unions Act were 
legislated on the analogy of the central lavs. Besides 
these laws no other laws were enacted during this period 
because the attitude of the government was hostile and 
indifferent towards the workers. After 1^ 53 the labour classes 
12 
all over the state were brought at one platform and under 
one banner. As a result a central labour organization 
came into existence. Industrial labour of the state was 
given some concessions under the patronage of the central 
labour unions. The labour also expressed their resentment 
against exploitation by organising some strikes. Annual 
labour conventions were started from 1953 in which demands 
were raised and resolutions enacted for improving the plight 
of the workers. The government was requested by the labour 
to implement labour legislations and also to enact certain 
other rules with a view to improve their economic condi-
tions. Different resolutions were passed with a view to 
compel the government for the amendment of existing labour 
legislations and formulations of rules there under. The 
government's policy particularly with regard to introduction 
and modification of laboxir laws came under a heavy criticism 
and resolution was passed putting following demands : 
1) The state factories Act be brought at par with the 
Central Factories Act. 
2) The state Industrial Disputes Amended Act be f\irther 
suitably amended in order to make the works committees 
more powerful and purposeful, 
3) The state workmen compensation Act be implemented in an 
effective manner. 
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4) Trade Employees Act be implemented and suitably amended 
so as to cover public sector undertakings. 
5) Introduction of Workmen's Amenities Act, including the 
Provident Fund Act and Profit Sharing Act. 
6) Introduction of employees state insurance scheme. 
7) Introduction of Payment of Wages Act, Minimum Wages 
Act, and Unemployment Compensation Act. 
8) Bringing the existing laws at par with those of the 
central labour laws* 
9) Creation of a separate department exclusively for hand-
ling labour problems and looking after their interests. 
10) Appointment of powerful labour boards, labour courts 
and tribunals and labour welfare officers. 
11) labour representation and involvement in the Committee 
set up to draft the industrial policy of the state. 
These memorandums and resolutions did not derive 
the attention of the government machinery and it continued 
to hold the same views on the labour problems of the state 
as their predecessors prior to political change. Although 
some of the labour problems were resolved temporarily during 
this period only after great resistance and retaliatory 
actions put forth by the well organised labour unions, still 
this did not bring any significant changes in the lot of the 
l a , 
labour. Thus, by observing inditferent and hostile attitude 
of the government, the labour became reactive and frustrated 
with a view to get theli grievances redressed. 
The workers demonstrated their solidarity and 
threatened the government for its inactive and inefficient 
role towards the problems of the workers. The labour unions 
adopted all voicing methods and mediums for apprising their 
grievances including holding of meetings, issuing of book lets 
and pamphelets. However, the cry of the labour did not become 
futile and as a result the state government, understanding 
this silent and non-violent upsurge, took some effective 
initiatives and steps for the extension to the state of some 
central labour legislations for the first time in the history 
of labour laws of Uttar Pradesh. A labour committee was also 
formed in order to examine the charter of demands of labour. 
This labour committee, was neither representative nor did it 
associate any worker members. The labour resented their 
exclusion from the committee and again demanded the inclusion 
of labour representative and also labour leaders from the 
state. 
The government readily acceded to their request 
and a committee consisting of li mambers was constituted. This 
committee among other things made the following recommendations, 
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1) Immediate Implementation of Industrial Disputes Act. 
ii) Bstabllehment of an appropriate machinery to settle 
Industrial disputes, 
lii) Constitution of a labour advisory committee in the 
state. 
iv) Simplification of the provisions of the workmen's 
compensation Act. 
v) Payment of bonus as a matter of right and not as an 
aid. 
vi) Holding the management responsible in the event of 
loss incurred by the sector concerned. 
vii) Increasing of basic wages and linking them with the 
cost of living. 
viii) Amendment to the Trade Employees Act. 
ix) Enactment of the unemployment insurance scheme. 
The committee did not recommend some of the demands 
and deferred consideration on other issues. It is interes-
ting to note here that the ezistance of this committee^ 
helped in the implementation of some central labour laws for 
the first time in the state. The increasing tempo of indus-
trialization and the consequent results of the labour 
movement, a separate labour department was set up in the 
state in order to safeguard the economic interest of the 
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workers. The department vas established initially as a wing 
of the public works department but on the advice of the 
central union a full fledged labour department, under a la-
bour commissioner was set up. The first task entrusted to 
this department was to consolidate and bring upto date the 
labour Acts and to frame rules there under. However, this 
department proved ineffective as it was neither adequately 
staffed nor fully trained in handling the labour problems. 
It is a matter of satisfaction that this department with 
its limitations went ahead with the task of consolidation 
of labour laws and consequently the following acts have been 
brought into force in the state of Uttar Pradesh, 
i) Uttar Pradesh Factories Act 1948 : 
The Act is more or less on the pattern of Central 
Factories Act 1948, and regulates the working conditions 
of workers engaged in factories. Under sec. 51 and 54, this 
Act is applied to a factory where 10 or more workers are 
working and manufacturing process is carried on with the aid 
of power and the factories employing 20 or more persons and 
which are run without ppwer. The employer is required 
to provide some basic amenities end facilities to the workers 
whose working hours have also been fixed at 48 hours a week 
with one weekly holiday . Protection to children has also 
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been provided which guaranteed the work of .children only 
4y2 hours in a day. For the administration of the Act, the 
labour commissioner has been appointed as Chief Inspector 
of factories. Employment of children and women between 10 
p.m. to 6 a.m. is prohibited. Factories where in 500 or more 
workers are employed^required to appoint labour welfare 
officers. However, the Act differs from the Central Facto-
ries Act 1943 and as a result the employers manage to escape 
its provisions by showing leas number of workers. 
ii) Uttar Pradesh Industrial Disputes Act. 1947; 
The Uttar Pradesh Industrial Disputes Act, was 
passed in 1947 in order to provide for power to prevent 
strikes and lockouts and for the settlement of industrial 
disputes and other matters incidental there to. It came 
into force on 1st Pebuary, 1948, It confers wide powers in 
government and authorises them to issue orders, interalia, 
for : 
a) prohibiting strikes or lockouts generally or in connec-
tion with any industrial disputes, 
b) requiring employers and/or workers to observe such condi-
tions and terms of employment as may be specified in the 
order, 
c) appointing industrial courts. 
12i 
d) referring any industrial dispute for conciliation or 
adjudication, 
e) enforcing adjudication towards on the parties to 
disputes, 
f) regulating or controlling the working of any public 
utility service, and 
g) regarding any other incidental or supplementary matters. 
The Act as originally passed was a brief measure 
containing mostly enabling provisions authorizing the state 
government to take various measures for the promotion of 
industrial peace. In order to bring in conformity with the 
provisions of the central act as amended, the state govern-
ment has also amended this act. The main changes introduced 
are as follows : 
i) The Central Act provides that the appropriate government 
may constitute an industrial tribunal consisting of one 
person only. Since, the state government felt that 
disputes which affected or were likely to affect more 
than one industrial unit should be adjudicated upon by 
the tribunals consisting of atleast three persons, the 
amended act contains necessary provision in this regard. 
ii) Under the Central Act, the appropriate governments are 
empowered to refer any reward for reconsideration by 
the adjudicating authority. By virtue of the amending 
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act, the state government is authorised to refer the 
award to a labour Oourt or a Tribunal for reconsidera-
tion before its publication in the Gazette. 
iii) In the matter of representation of parties, no officer 
of a union shall be entitled to represent any party 
unless a period of two years has elapsed since its 
registration under the Trade Unions Act, 1926, No 
such provisions exist in the Central Act. 
iv) An arbitration award shall not become enforceable if 
the state government is satisfied that the same has 
been given or obtained through collusion, fraud or 
misrepresentation. 
v) Further, any settlement arrived at between the employer 
and the workmen otherwise then in the course of conci-
liation preceding, in order to become binding, should 
be registered under the act. 
This act was further amended in 1966 to provide for 
qualifications of presiding officers of labour courts and 
industrial tribunals in conformity with the Central Act. In 
Uttar Pradesh by an order issued dated August 2, 1948 works 
committees composed of the representatives of employers and 
of the workmen were required to be formed in every factory 
employing 200 or more workmen or in which 200 or more workmen 
were employed on any day during the preceding 12 months on or 
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before, August 51, 1948. Tne responsibility for t^ e^ cons-
titution of works committee was placed on the employers. 
The objects and functions of such committees were laid down 
under the order. The number of such committees was 161 in 
1949, but they were finally dissolved with effect from 
November 1, 1950 due to rivalry between different unions 
which made it difficult for the management to have repre-
sentatives of workers. In July 1958, the Uttar Pradesh 
government issued orders to establish work councils along 
with a permanent conciliation board at the state level in 
all state - owned industrial undertakings employing 100 or 
more workers and also in case of Uttar Pradesh cooperative 
banks, cooperative federations and milk supply unions. The 
constitution and functions of these works councils are 
similar to those of works committees and they are also to 
act as labour welfare advisory bodies. If they fail to bring 
amicable settlement in case of any dispute, the matter is 
to be referred to permanent conciliation board. The act 
provides the following machinery i 
a) Works Committees. 
b) Conciliation officers. 
c) Board of conciliation. 
d) Court of enquiry. 
e) Industrial Tribunal. 
f) Voluntary arbitration. 
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The enterprise employing 200 or more employees 
is required to set up a works committee, comprising of the 
representatives of the employers and workers in order to 
promote cordial and harmonious labour relations between the 
two factors of production labour and management* tinder the 
existing arrangements, the Industrial Disputes Act empowers 
central and state government in their respective spheres 
of administrative responsibility to appoint such number of 
persons as they think fit as conciliation officers. As far 
as conciliation is concerned it is compulsory in all dis-
putes in public utility services and optional in other 
cases. A conciliation officer may be appointed for a speci-
fied area or for a specified industry in an area or for one 
or more specified industries either permanently or for a 
limited period. The functions of a conciliator under the 
act is to mediate in and promote the settlement of indus-
trial dispute. 
The conciliation officers are appointed for 
mediating and promoting the settlement of industrial disputes. 
In case of failure to bring parties to settlement, this 
dispute is referred either to adjudication or rejected 
specifying the reaons. Further more this act provides for 
the three tier system of tribunals, labour courts, indust-
rial tribunals and national tribunals. However, these 
settlement machinaries are effective and efficient in resol-
ving the industrial disputes. Therefore, they should be 
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given proper recognition for the purpose which can promote 
the settlement procedure of industrial disputes. 
iii) The Uttar Pradesh Workmen's Compensation Act 1923: 
This Act came into force on 1925 hut rules under 
it were framed in the Uttar Pradesh workmen's compensation 
rules, 1975. This act provided for payment of compensation 
by the employers to their employees. Section 4, deals with 
the quantum of compensation payable to a worker accoz>ding 
to the percentage of earning capacity lost for injury by 
accidents arising out of and in course of their emplojnnent. 
It also deals with the payment of compensation for occupa-
tional diseases that inflict during the course of employment. 
For the purpose of payment of compensation the injury has 
been divided into four categories. In case of injury 
resulting in death, the amount of compensation payable to 
the worker shall be an amount equal to 40?^  of the monthly 
wages of the deceased worker multiplied by the relevant 
factor or an amount of Rs. 20,000 which ever is more. Factors 
have been determined on the basis of the age of the worker 
at the time of his death. Where permanent total disablement 
results from the injury, the amount of compensation 
payable shall be equal to 50^ 5 of the monthly wages of the 
injured workmen multiplied by the relevant factor or an 
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amount of Rs. 24000 which ever is more. In case of permanent 
partial disablement, the amount of compensation is payable 
according to the percentage of loss in the earning capacity. 
Where temporary disablement whether total or partial results 
from an injury, the amount of compensation shall be a half 
monthly payment of the sum equivalent to 25^ of monthly 
wages of the worker. It is paid by recurring half monthly 
instalments. 
To prevent delay in the payment of such compensa-
tion, suitable provisions have been made. The state govern-
ment is also empowered to bring any hazardous employment 
with in the scope of this act. The government has appointed 
assistant labour commissioners and commissioners under this 
act in their respective areas of jurisdiction for proper 
administration. The act is more or less on the same pattern 
of the Central Act of 1923» with the slight modifications 
suiting the conditions of the state. 
iv) Uttar Pradesh Payment of Wages Act. 1936 : 
This act which has been enacted on the similar 
pattern of the Central Wages Payment Act has also widened 
its scope as compared to the central act and many new 
enterprises were brought under its purview. On December 22, 
1936 under Sec. 14 of the Payment of Wages Act of 1936 the 
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government appointed the following officers or classes of 
officers to be inspectors for the implementation of this 
act within the local limits noted against each. 
1) Director of IndustriestUttar Pradesh, 
2) Deputy Director of industries,Uttar Pradesh 
3) Chief Inspector of Factories, Uttar Pradesh. 
4) Divisional Superintendents of industries, Uttar Pradesh, 
5) An officer of the Indian civil service or of the 
Uttar Pradesh, civil service ( executive branch ) of 
not less 3 years standing who is not a City Magistrate 
or Incharge of a sub-division. 
The objective of this law is to regulate the 
payment ot wages to labour employed in industrial enterprises 
of public and private sectors. 
The regulations of this act are of two types : 
i) about the date of payment of wages and 
ii) about deductions from wages whether as fine or other-
wise. 
This legislation regulates the fixation of wage 
period which must not be more than one month. Industrial 
enterprises employing less than 1000 employees must pay 
wages before expiry of 7th day in other cases before expiry 
of 10th day after the wage period. All payment must be made 
on a working day and in current coins or currency notes or 
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both-T But the Payment of Wages ( Amendment ) Act, 1976 
provides that the employer can after obtaining the writen 
authorisation of the employed person pay him the wages either 
by cheque or by crediting wages in his bank account. The 
act also applies that the total amount of deductions exceed 
the limits of 759^  or the 509$ of the wages, as the case may 
be, the excess may be recovered. The state government enjoys 
powers to extend the scope of its provisions to any other 
class of persons after giving three months notice prior to 
such action. The Uttar Pradesh government has appointed an 
assistant labour commissioner within its respective juris-
diction and inspectors who will be responsible for enforce-
ment of the act. 
v) Uttar Pradesh Shops and Commercial Establishment 
Act. 1962 : 
With a view to regulate the working hours, leave, 
overtime etc. of the labour employed in the commercial 
establishments and shops which do not come under the purview 
of Factories Act 1948, the government enacted Uttar Pradesh 
Trade Employees Act. The State government gave this act a 
new form which brought commercial establishments and shops 
under the act. This act regulated the working conditions 
and employment in commercial establishments and shops, re-
sidential hotels, restaurents, eating houses, theatres and 
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other public anouncernentand entertainment places and other 
establishments* 
The opening and closing hours have also been fixed 
in these enterprises in addition to the provision of one 
weakly holiday. This act also provides the privilege leave. 
Labour Commissioner has been appointed as Chief Inspector 
of the shops and establishments. 
vi) Uttar Pradesh Trade Unions Act. 1926 : 
This act passed in 1926 and was amended in the 
year 1947 providing for compulsory recognition by employers 
of representative trade unions. The act made it obligatory 
on the part of the employers to recognise the trade unions 
and lay down the procedure for such recognition. The objec-
tive of this act is to cover a legal and corporate status 
on registered trade unions. Any seven or more personst who 
are employed in trade* business or industry can form a trade 
union and can apply for its registration to the registrar of 
trade unions. The unions are also required to formulate 
the by laws for conducting their business. The Registrar is 
empowered to cancel or withdraw registration of unions if 
they violate any provision of the act. 
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vii) Uttar Pradesh Bcplovees Provident Fund Act. 1952 : 
The industrial labour of Uttar Pradesh state were 
deprived of welfare facilities which were provided to their 
counterparts in other states of the country under the 
provisions of Employee Provident Fund Act. It is encoura-
ging to reiterate here that the trade unions got success 
through their ceasless efforts to get this act enacted in 
the state. In the first instance this act was applicable 
only to the factories but after some time it was expanded to 
other enterprises employing 10 or more workers. The act is 
on the similar pattern of Central Employees Provident Fund 
Act 1952 and provides for framing of a provident Fund scheme 
for every person employed in an industry or a factory as 
mentioned in the schedule and where 10 or more persons are 
working. The fund is mainly derived from the contributions 
from employers and employees. The members of this fund are 
entitled to get advances to meet expenditures in case of 
their illness, marriage, construction and repairs of house 
etc. Yearly interest is credited to the accounts of the 
contributors. The labour coaanissioner is appointed as 
commissioner of employee's Provident Fund under the act. 
viii) Uttar Pradesh Industrial Employment (Standing orders) 
Act. 1946 : 
Prior to 1957, the Uttar Pradesh State did not have 
any such law on its statue book, that defined the working 
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conditions of the service of labour engaged in an industrial 
enterprise. Due to the influence of trade unions and accele-
ration in the pace of industrial development, the government 
was urged to enact this law on the similar pattern of Central 
Industrial Employment ( Standing orders ) Act, 1946 as 
amended in 1956* But the state government devoted unduly 
long period of time to Chalk out its rules and regulations. 
It is applicable to any type of enterprise employing 25 or 
more workers as against 100 or more provided in the central 
act. The government is empowered to appoint a certifying 
officer and appellate authority under the act. 
To provide the employees maximum relief and amenities 
under the provision of these laws it is desirable to suggest 
that the implementation machinery should be strengthened, 
and active and stringent steps must be taken to ensure effec-
tive enforcement of the laws. Por this purpose, the personnel 
department of the public sector enterprises must prove more 
effective and should possess sufficient professional know-
ledge and training in the sphere of labour economics and laws. 
Labour should be given full opportunity of free and frank 
discussions and their views must be honoured. Besidec this, 
laws should be amended in order to suit the local socio -
economic conditions of the state and plug the loopholes. 
A study of evolution of the labour legislations 
in Uttar Pradesh disclosed that the industrial labour of 
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the state are still deprived of amenities and facilities 
provided to their counterparts in other states of the 
country. It is the need of the hour on the part of the 
government to look and review the labour legislations and 
introduce all other legislations presently in operation in 
the country. It is discouraging and disheartening to note 
that even after 42 years, our existing legislations do not 
cover the whole field of directive Principles of the Consti-
tution. However, the Indian Unions recently took certain 
measures toprovidethe benefits of the democratic institutions 
to the comman men of the society in the respective state. 
The purpose of these measures has been to provide a shape 
to the desires and aspirations of the industrial people to 
participate in the task of building up a democratic and 
socialist country. 
With a view to bring such a change in the state 
following legislations have also been included to the states 
statute book. 
1) Uttar Pradesh Motor Transport Workers Act, 1961 
2) Uttar Pradesh Minimum Wages Act, 1948 
3) Payment of Bonus Act, 1965 
4) Payment of Gratuity Act, 1972 
5) Uttar Pradesh Maternity Benefit Act, 1961 
6) Weekly holiday Act, 1942 
7) Uttar Pradesh Industrial Employment ( National Holidays ) 
Act, 1961 
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8) Employer's l i a b i l i t y Act, 1938 
9) Employees Conditions of Service Act, 1976 
10) Employment of Children Act, 1938 
11) Ut ta r Pradesh Working J o u r n a l i s t ( I n d u s t r i a l Dispute ) 
Act, 1957 
12) Working J o u r n a l i s t and o the r Newspaper Employees 
( condi t ions of se rv ice and miscellaneous Provis ions ) 
Act, 1955 
13) Working J o u r n a l i s t ( Fixat ion of Rates of Wages ) 
Act, 1958 
14) Coal Mine Laboxar Welfare Fund Act, 1947 
15) Children ( Pledging of labour ) Act, 1933 
16) Coal Mines Provident Fund and Bonus Scheme Act, 1948 
17) Employees S ta te Insurance Act, 1948 
18) Employment Exchange ( Compulsory Ko t i f i ca t ion of 
Vacancies ) Act, 1959. 
The purpose of a l l these a c t s i s to expand the scope 
of the l e g a l r i g h t s given to workmen under the s t a t e l e g i s -
l a t i o n s being enjoyed by the labour in o the r s t a t e s of the 
country . I n s p i t e of the l e g i s l a t i o n of these laws in the 
s t a t e , r u l e s thereunder have not yet been framed in order to 
meet the socio-economic needs of the workers. The i n d u s t r i a l 
workers are not being bene f i t t ed by these l e g i s l a t i o n s 
d e s i r a b l y . 
13. 
ConclaBJon : 
From the above dlscuesion one can safely conclude 
that the pace of labour legislations in Uttar Pradesh 
State remained slow and suffered a serious set back. Ins-
pit e of the achievement of political independence and 
freedom, installation of different ministeries and intro-
duction of labour legislations, their implementation was not 
encouraged contrary to the expectations of the labour. The 
political contractors argue that Uttar Pradesh being backward 
state can not go along with other states in labour laws. 
Sometimes they infer that there is no labour problem in the 
state, and hence there is no need to go in these futile 
exercises. Thus, they are not taking serious interest in 
improving the lot of the workers. However, it is encouraging 
to observe that the state government appreciated the cry and 
demand of labour legislation and initiatives were taken to 
remove the constitutional hindrances and bottlenecks. Merely 
enacting the labour legislations or by expanding their 
jurisdication in the state can not ameliorate the socio-
economic needs of labour unless and until they have been 
rigorously introduced and enforced. In the meaningful 
enforcement of these laws the workers themselves and their 
leaders must play a decisive role. It is the duty of 
active labour leaders to urge the government through their 
sound trade unions to concede the urgency of implementation 
and introduction of these legislations. 
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The enaotment of labour l e g i s l a t i o n must be a 
continous process in order to keep them upto-da te to conform 
to the changes in the socio-economic cond i t ions . The above 
measure can go a long way in improving the l o t of labour , 
bes ides being an e f fec t ive instrument of maintaining cordia l 
labour management r e l a t i o n s . Keeping t h i s in mind, an 
attempt has been made in the next chapter to examine the 
growth of t r ade unions in the publ ic s ec to r u n i t s of Ut ta r 
Pradesh. 
CHAPTER - lY 
TRADE UNIONISM IN UTTAR PRADBSH 
Ui 
The foregoing chapter entails an emphasis on 
labour legislations which ensures the satisfactory and 
sufficient protection to the labour against employer's 
exploitations and thus paves the way to avoid industrial 
turmoil and maintain peaceful labour relations a pre-requi-
site for promoting industrial productivity and efficiency. 
Further more, in the absence of a strong trade union the 
labour would be helpless to give a fight against their 
economic exploitations, and disputes. The economic disabi-
lities of the wage earners and the inability of the 
state to provide him complete protection are the social 
justification for the development of strong trade unions as 
instruments for promotion of social well being in a more 
positive way. Unionism is again important in so far as it 
provides the only means by which the workers can ensure that 
the fruits of technical progress are passed on to them. It 
has been rightly said "that in the economic sphere well 
organised trade unions are essential for the fair treatment 
of labour. Without their existence it is impossible to 
maintain or to develop good industrial relations". 
1. Hare. A.B.C. 'The First Principles of Industrial 
Relations. Macmillan & Company Limited., London 1938, 
p. 103. 
2. Op. cit., p. 104. 
r : 
Trade unions are essentially associations of 
mannual and non-mannual workers, including professional 
grades, formed to safeguard the interests and improve the 
working conditions of their members and more generally to 
raise their status and promote their vocational interests. 
A trade union, in terms of Sydney and Beatrice Webb's defi-
nition, is a continuous association of wage earners for 
the purpose of maintaining or improving the conditions of 
2 
their working lives. Modern trade unionism was born in 
Europe as a by-product of the factory system and it has 
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grown in India in the wake of the same system,-^  Thus, trade 
unions are the workers associations organised to maintain 
their employment conditions. The literature available on 
labour movement reveals that the wage earners join organised 
trade unions for a variety of reasons. 
Sydney and Webb ( 1894 ) point out that wage 
earners join trade unions for the purpose of maintaining or 
improving the conditions of their working lives, while 
Tonnenbaum ( 1921 ) Stresses that machine is the major 
1. Mattoo, A.R., A Critical study of industrial relation 
in the public sector units of Kashmir, an unpublished 
work, A.M.U. Aligarh, 1976, p. 73. 
2. Kirkaldy, H.S. 'The spirit of Industrial Relations, 
Oxfor University Press. 1947, p. 17. 
3. Recent development in certain aspects of Indian economy> 
IV International Labour Office, Indian branch. New Delhi 
1959, p.2. 
4. Sydney and Webb, B. History of Trade Unionism, London 
1950, p. 113. 
5. Lester, A. Richard and Shister, J. Insight into Labour 
issues, p. 165. 
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cause for organising trade unions by workers in self 
defence. Moxie ( 1921 ) says that labour organization 
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is a result of group psychology. Karl Marx, believes that 
trade unions are organising centres to finish or at least 
to reduce the competition among the workers for available 
employment and to raise their status above the bare slaves. 
Commons points out that unions were organised to ensure 
fair wages and improved status through bringing labour force 
on terms of equality with its employers. Perlman ( 1928 )^ 
says that unions are organised as a result of 'job conscious-
ness' among the workers and that the trade union movement 
depends on the role of intellectuals and the resistence of 
capitalism. Lester ( 1949 ) has pointed out that no parti-
cular reason is responsible for organising trade union as a 
worker may join union for personal gain, social approval, 
without any reason or sometimes due to fear or pressures. 
The economic views given above reveal that the prime 
and foremost function of a trade union is to safeguard the 
1. 1, A. Richard and Shister, J, insi/rht into labour issues,fN* 
2. A Lozovsky, Marx and the Trade Unions, International 
Publishers Company^New York, 1935, p. 15. 
3. Taft. p. Job-Conscious unionism, The commons-Perlman 
theory, Hardman, J.B.S., From "Job consciousness" to power 
accumulation in shister, J. op. cit,, pp. 81 - 93« 
4. Perlman selig. Theory of Labour Movement, MacMillan Co., 
New York, 1928. 
5. Lester, A. Richard. Economics of labour, pp.539-540. 
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economic interest of the labour and to protect them against 
exploitation of the employers. In our country, under the 
planned programme it is stressed that trade unions have to 
play an important role to protect the rights and interests 
of the workers on the one hand and to achieve the targets of 
the plan on the other. Whatever may be the interest and the 
motives of an employee to become a member of a union, it is 
an established fact that workers organizations are a product 
of the modern accelerated industrial development and factory 
system for the strong collective actions against employers. 
The labour movement in India began in 1875* when a few 
philanthropists under the leadership of Kr. Sorabjee Bangalee 
started an agitation for drawing the attention of government 
to the deplorable conditions obtaining among industrial 
workers especially women and children. Again, Mr. Narayan 
Meghajee Lakhande, who has been referred to as the founder 
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of the organised labour movement in India and started his 
career as a factory worker, dedicated his whole life to the 
cause of the labour movement. In 1884» he organised a con-
ference of the factory workers in Bombay for representing 
their grievances to the commission which was appointed just 
1. The First Five Year Plan, pp. 570, 580-581, The Second 
Five Year Plan, p. 572. 
2. Giri, V.V. labour Problems in Indian industries, Asia 
Publishing House, Bombay, I960, p. 2. 
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before. In 1889, the workers agitated and then the demand 
for weekly holiday was conceded and the same year Bombay 
Mill Hands Association was formed under the leadership of 
lockhande. He also started a journal named "Dinabandhu". In 
the begining of twenties, the Indian trade union movement 
was strongly influenced by the nationalists and humanita-
rians. The studies on Indian trade union movement reveals 
that in India trade unions were organised towards the end of 
19th century and begining of the 20th century. These were 
generally based on caste and other social ties and were 
temporary in nature. 
The National Movement 1905, the Russian Revolution 
19l7^the First World War 1914 - 19 and the establishment of 
I.L.O. 1919, gave strength to the movement. A nianber of 
trade unions were organised during the war but these were 
merely 'strike committees' and had grown up like mushrooms 
and most of the delayed leaving no permanent mark behind, 
little wonder then that the year 1921 was out, most of the 
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unions all over India had perished. The first union at the 
national level was established in 1920 under the name of All 
India Trade Union Congress. The All India Railwaymen's 
1. Karnik, V.B. The Indian Trade Union Movement, Planning 
for labour, A symposium, Delhi, 1947, p. 156. 
2, Lokanathan, P.S. Industrial Welfare in India, Madras 
University, Madras, 1929, p. 167. 
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FedBration was established in 1922. The proper development 
and growth of trade unions started after legislation of 
the Trade Unions Act in 1926. Establishment of the govern-
ments in the seven provinces of the country in 1937, the 
second World War, the political freedom in 1947 and the keen 
interest of different political parties in the labour class 
paved the way for accelarting the pace of growth and deve-
lopment of trade unions. Consequently these developments 
in the country gave births to the Indian National Tra^ e^ 
Union Congress ( INTUC ) by the Indian National Congress in 
1947, the Hind Mazdoor Sabha ( HMS ) which was established 
by the Praja Socialist Party in 1948 and the United Trade 
Union Congress ( UTUC ) was set up by the Communist Party in 
1949. The All India Trade Union Congress ( AITUC ), 1920 
had its affiliation with the communist party. 
Origin and Growth of Traae Unions in Uttar Pradesh j 
In Uttar Pradesh before 1926, a few short-lived 
philanthropic and humanitarian workers associations existed 
which were established by social reformers for flourishing 
and safeguarding the Welfare of working people. For the 
first time a trade union namely the Cawnpore Mazdoor Sabha 
( CMS ) was registered in 1928. The growth of this trade 
union was slow because of workers ignorance, illiteracy and 
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fear of the hostile and indifferent attitude of the employers. 
Hence upto 1937 - 38, there were only 18 registered trade 
unions with a total membership of 13» 981 workerjs. As a 
result, a number of trade unions took birth during the second 
World War and Postwar period and the number of registered 
unions increased to 211 with a total membership of 1.39 lakh 
in 1946 - 47. 
After attaining independence in 1947, the Uttar 
Bradesh Grovernment set up a trade union section in the office 
of state labour commissioner and ensured the provisions of 
various legislations viz, works committees, conciliation board 
under the perview of Industrial Disputes Act 1947 to resolve 
industrial disputes and labour problems. The tripartite^ and 
bipartite labour committees were also constituted by the 
state government. All these measures accelerated the deve-
lopment of Trade Unions and in I960 there were 1049 trade 
unions with the membership of 3.31 lakh workers. During the 
period of I960 - 1976 the number of trade unions grew up from 
1049 to 1766, an increase of 68.4^ and the total membership 
went up from 3.31 lakh to 6.89 lakh i.e., 108.2?^  increase. 
Besides, there were 10 state federations in I960 which declined 
to 8 only in 1976, The trade unions were small in size as the 
average number of membership was 383 and 475 in I960 - 61 and 
1976 respectively. 
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Most of the unions in the state were local and were 
established industry wise or unit wise. Craft Unions irres-
pective of industries were not formed because majority of 
industrial workers was semi-skilled and Unskilled. Hence 
trade unions had been grown by the strenuous efforts of the 
political parties and Leaders who realized the importance of 
strength by organising labour as a whole. The political 
leaders utilized this strength of the organised labour for 
their narrow interest because the leadership of workers 
organisations was in their hands. Sven today* we see that 
most of the leaders of trade unions are outsiders who ex-
ploit the interest of the labour force for their own narrow 
political ends. Another weakness of workers organisation is 
a multiplicity of trade unions. Pandey ( I968 ) in this 
context reported that multiplicity of trade unions in Zanpur 
was caused by splits due to ideological^political, factioneuL 
and personal differences among the leaders. He further 
reported that management at times also encouraged the formation 
of rival unions with a view to weaken the trade union move-
ment. Another reason for the multiplicity of unions was 
that there was no legal provision regarding recognition of 
representative union by the management for collective bargai-
ning. The recognition cases were dealt with under the code 
1. Pandey, S.M. 'Rival Unionism in an Industrial Centre, A 
Study of Kanpur, Lab. Bulletin Uttar Pradesh vol. 28, 
No. 2, 1968 pp. 10 - 21. 
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of discipline. If a union demanded a recognition, the Uttar 
Pradesh State implementation machinery verified the member-
ship and recommended the representative unions to the employer 
for recognition, who if so desired, accepted the recommenda-
tion and recognised them. 
Rastogi ( 1965 ) reported that recognition was 
generally, withheld by the employers on the plea of non-
representative character of union, predominance of outsiders, 
its non-registeration or association with certain persons who 
were not desirable in the interest of industrial peace. The 
report of the study group Northern region ( 1969 ) pointed 
out that recognition was delayed by the management and the 
recognised unions had no legal rights and authority such as 
right of checkoff or union shop, other unions could encroach 
upon their field and challenge the agreement reached and 
signed by them even before the expiry of term. Similar views 
are given by Pandey ( 1968 )-^. 
Most of the trade unions in Uttar Pradesh were 
affiliated to the four central organizations viz, INTUC, AITUC, 
HMS, and UTUC. The state labour reorganisation commission in 
1. Rastogi, J.L., Op. cit, p. 1968. 
2. The report of the study group Northern region, NCL, 
1968, p. 21 . 
3. Pandy, S.K. Op. cit., p. 18. 
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1972 reported that all these central organisations were 
unregistered as they disliked to follow and comply vith 
the discipline enunciated by the trade unions act and the 
Registrar of trade union, Uttar Pradesh state. But these 
centrauL organisations enjoyed the status of approved fede-
rations under the Uttar Pradesh Industrial Disputes Act, 
1947 and got the privilege of representing workers before 
Conciliation boards, Labour Courts, tribunals and tripartite 
committees and contracting agreements on behalf of the 
workers whether they had a following in the industry,unit 
or not. Labour leaders were not from the rank of the workers, 
because they were outsiders and had link with one or the 
other political party. Sometinies one leader enjoyed control 
over more than one union. 
The trade unions collected their funds by direct 
subscription, entrance fee and special donations from the 
members. The Trade Unions Act 1926 provides Rs. 3 per year 
for subscription but it varies from union to union. These 
unions spent the major amount of their funds on office, 
salaries of union staff and protection of its members during 
industrial disputes. But they spent little amount on welfare 
activities. The state reorganisation commission, 1972 , in 
this context said that 80^ to 90?^  of the income was spent on 
1. Report., pp. 11 - 16. 
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pay, allowances and other miscellaneous expenses. Devnath 
( 1980 )^ pointed out that the trade unions in Uttar Pradesh 
state did not devote much attention to the labour welfare 
activities due to paucity of funds but most of the trade 
unions provided protection and legal aid to their members 
during industrial disputes. 
Thus, trade unions in this state had not been much 
effective to play their proper role by promoting the wider 
interests of their members. The trade union movement is 
still a movement and has not taken the form of an organisa-
tion. It is weak both quantitatively and qualitatively and 
has covered only a small section of the labour class center-
ing around some sectors of industry in some areas or at some 
2 
centres. 
Grovth of S ta te Central Union : 
By expanding the j u r i s d i c t i o n over the whole s t a t e 
the federa t ion brought the labour on one pla t form. I t became 
1 . Devnath, S.K. Labour Welfare a c t i v i t i e s of Trade Unions 
in Ut t a r Pradesh, l abour B u l l e t i n , U t t a r Pradesh Kanpur, 
v o l . 3B. No. 4, 19B0, pp. 1 - 3 . 
2 . Report of the Study group. Northern reg ion , NCTL, 1968, 
p . 24. 
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an apex body of the state. The Uttar Pradesh state federa-
tion got a favourable environment for its growth and deve-
lopment. Inspite of their significant numerical strength 
these federations did not prove their effectiveness in 
improving the plight and lot of the labour because of their 
interests, limitations and, weakness. However the federa-
tion organised some strikes and got soi&e concessions for 
the labour like dearness allowances on adhoc-basis, bonus 
in the form of recoverable advances etc. It also assisted 
the workers in obtaining accident compensations. Except 
this, nothing was done towards the expansion of the movement 
on more effective directions. The movement regained in the 
grip of political leaders who were corrupt. Hence the 
corrupt leaders dominated the activities who cared more for 
themselves and bacame millionaires at the cost of labour. 
Honest leaders were discouraged and their interference and 
entry was thrown by the selfish and corrupt political leaders 
who en;3oyed full control and domination over the labour 
movement. The general climate of corruption went up among 
the people and affected trade unions and the workers. 
The following table reveals the number of central 
federations, their representative unions and membership. 
Ib^ 
Table "4.1 
Central Organisations Number of affiliated Membership 
unions 
B.M.S. 331 3 ,66 ,700 
I .N .T .U .C . 242 1,56,552 
H.M.S. 93 70 ,962 
C. I .T .U. . 73 20,309 
A . I . T . U . C . 72 69,114 
U.T.U.C. 29 17,440 
N.L.O. 24 38,760 
L . L . I . T . U . 9 50,69 
H . K . P . 1 1,775 
3 6,57 
To ta l 877 7 ,47 ,338 
Source: Annual review^department of Labour, Kanpur, 
Uttar Pradesh^1988. 
The above noted table reveals that there are 9 
state federations. As many as 877 unions are affiliated 
with the federations having a total membership of 7.5 lakh 
workers of the state. 
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Legal Position of Trade Unions : 
The Indian Trade Union Act, which vas passed in 
1926 and came into operation on 1st Kay, 1927, is a landmark 
in the history of progress of trade unionism. It applied 
only to those unions which register themsalves under it. 
Any seven members can form a union and get it registered 
under the act provided they fulfil the simple requirements 
like a regular constitution, provision for audit of accounts 
and proper utilisation of the genersl anr? political funds. 
Atleast 5096 of the members of the union executive should be 
persons actually engaged in the industry. With a view to 
promote trade union movement in Uttar Pradesh the Uttar Pradesh 
Trade Union Act, was legislated to govern the legal position 
and entity of trade unions. The scope of this act was expan-
ded by an ammendment act as a result of which recognition 
of the trade unions, was made obligatory on employers. The 
objective of this act is to confer a legal and corporate 
status on registered trade unions. It provides that any 
seven persons who are employed in trade, industry or business 
can establish a trade union and can apply for seeking its 
registeration to the registrar of the trade union. The 
registrar of the trade union is empowered to withdraw or 
cancel the registration of unions in case they violate any 
provision of the Trade Unions Act. Under the provision of 
this act, unions are required to get their accounts audited. 
Source: Varkey, ^\7.. labour legislation in India_,Lalwani 
Publishing House, Bombay, 1968 
1b5 
However, it has been suggested that the state government 
should provide free of cost audit to the unions, because of 
their poor financial conditions. 
With the implementation of the Trade Union Act 
the labour movement of the state got a new phase. It sti-
mulated the labour movement providing a legal status to the 
trade unions which brought a significant increase in trade 
unions and their membership which is evident from the follow-
ing table: 
Registered Trade Union and Membership in Uttar Pradesh : 
The following table reveals the number of registered 
Trade Unions and their membership. 
Table - 4,2 
Year No. of Registered Trade Unions No. of Membership 
1985 2488 9 ,45 ,570 
1984 2636 10 ,13 ,525 
1985 2758 11,86,929 
1986 2932 12 ,24 ,307 
1987 3137 12,32,435 
1988 3102 
Source: Annual Report, Department of Labour Kanpur, U.P, 1988, 
IbS 
The above mentioned table shows that there has 
been an increase in the number of registered trade unions 
since, 1983. During 1983-1988, the number of the trade unions 
increased from 2488 to 3102 i.e., by 24.7?^  and the membership 
increased from 9,45,570 to 12,32,435 i.e., by 30.00^ res-
pectively. Thus it can be concluded that the membership of 
the trade union is going up rapidly than the number of trade 
unions. 
Industrial labour of Uttar Pradesh state public 
sector undertakings is completely unionised and enjoys a 
considerable bargaining power. It is note worthy that in 
many state enterprises there is one union at one plant which 
has helped in eradicating the inter>-union rivalry. But the 
unions at the plant level do not play very significant role 
and the workers represent their grievances either individueuLly 
or through the state-central labour union. 
The primary need in understanding and predicting 
the attitude of any organization is the knowledge of its 
objectives, what are its objects; what is it trying to do;r? 
And how does it assist in maintaining industrial peace and 
harmony? The different objectives have been formally enun-
ciated in the constitution of a union, but their description 
can vary from union to union and from tiire to time. A complete 
general idea of the objectives of trade union is given by 
the legal experts or writers. Thus, the Webb definition 
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reflects that the main objectives of the unions are, "to 
maintain or improve terms and conditions of employment, 
both, economical and physical. The legal definition suggests 
the prime function "to be the development of a system of 
regulated relationship between parties directly concerned 
in iBduetries. The bargaining pover of a single individual 
labour is weak and poor and the desire to offset this bene-
fit has been the main object of a trade union. It defines 
their methods of membership, organisation and of maintaining 
the relationship with employers through collective bargai-
ning. 
Recognition : 
The Trade Union Act of 1926 does not contain any 
provision for the recognition of a union by the employer. 
The criteria for the recognition of unions was, however 
evolved at the 16th session of the Indian labour conference 
held in May, 1958, and formed a part of the code of discip-
line in industry. It has been laid down that a union can 
claim recognition if it has a membership of at least 15^ 6 of 
the workers in the establishment concerned and has one year's 
standing after registration, except where there is only one 
1. Robertson N & Thomas J.L. 'Trade Unions and Industrial 
Relations. Business Book limited, London 1968, p. 34. 
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union. Vhere there are several unions the one with the 
largest membership should be recognised. 
The National Commission on labour had recommended 
that it would be desirable to make recognition compulsory 
under a central law in all undertakings employing 100 or 
more workers or where the capital invested is above a stipu-
lated size. A trade union seeking recognition as a bargaining 
agent from an individual employer should have a membership 
of atleaet 30^ of workers in the establishment and if 
recognition is sought for an industry in a local area the 
minimum membership should be 259^ . The commission he^ s pro-
posed a permanent industrial relations commission at the 
centre and in the states for settling disputes and has 
recommended that this commission should also have the power 
to decide the representative character of unions, either by 
examination of records or through election by secret ballot 
and should deal with various aspects of union recognition. 
The commission favours industry wise recognition 
of unions and not of plantwise. The recognised unions 
should be given certain rights and facilities such as right 
1. Report of the National Commission on labour ( B.P. 
Gajendragadkar, was the Chairman of the Commission ), 
Government of India, 1969, pp. 329 - 32. 
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of sole representation entering into collective agreements 
collection of subscription within the premises and even 
though the employers inspection of place of work etc. The 
minority unions should not have any right except the right 
to represent the cases of dismissal and discharge of their 
membership before a labour court. 
Ob.1ective8 of the Trade Union : 
Broadly speaking, the objectives of a modem 
trade unions are very much comprehenaive than those of 
their counterparts in the past, it has, moreover, a clear 
perception of its ultimate aims and objectives. The objec-
tives of trade union can be studied in the following 
discussion. 
1) To protect the socio-economic, cultural and, political 
interest of the workers of Uttar Pradesh state; 
2) To bring coordination in the member unions of the 
labour and unite them to struggle for their interests; 
3) To strive in order to attain the following rights: 
a) Freedom of Cooperation, 
b) Freedom of association, 
c) Freedom of Platform and press, 
d) Right to work and maintenance. 
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e) Right of social security, 
f) Right of strikes, 
g) Right of workers' participation in management, 
h) Pight for the enforcement of labour laws, 
i) Fight for rights and privileges being enjoyed by their 
counterparts, in rest of the country. 
4) To strive for the removal of the hardship of the workers 
and induce them to work with a sense of devotion, 
5) To organise the workers for the establishment of a 
system of democratic, secular, and cooperative princi-
ples. 
6) To take such other steps and initiatives as required 
to improve the socio-economic, conditions of the labour. 
7) To use all democratic methods and means for achieving 
the rights and privileges of the labour as guaranteed 
by the labour legislations. 
Besides the above objectives, the state central 
labour union also gives a fight and takes extreme actions in 
order to achieve the basic privileges which have been thought 
as provoking. The union worKs for the benefits of workers 
of the state but, its activities have been confined to some 
unions formed in public sector enterprise. The scope of the 
union is confined to deal with the labour problems of the 
few enterprises only. All the unions functioning in the 
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state, public sector undertakings, the H.T.P.S., Kaaimpur 
and U.P.S.T.C., Kashipur workers unions have emerged the 
most powerful and effective in handling the labour problems. 
However, the need of the hour for the modern union is to 
assume more responsibilities by broadening their objectives 
and directing operations in the following ways : 
a) Improved terms of employment, 
b) Improved physical environment at work, 
c) Full employment and national prosperity, 
d) Security of employment and income, 
e) Improved social security, 
f) Fair share in national income and wealth, 
g) Industrial democracy, 
h) A voice in government, 
i) Improved public and social service, 
j) Planning of industry. 
The above objectives reveal the essence of modem 
trade unions and expose the field in which the trade unions 
can help in maintaining industrial peace and harmony. Since 
the trade union movement in Uttar Pradesh is in a growing 
and developing stage, it has got good scope to assume and 
formulate the policies and help in the maintenance of harmo-
nious labour relations. 
1. Robertson, N-and Thomas, J.L. Trade Unions and Industrial 
Relations, Business Book limited, London, p. 36. 
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Membership of the Trade Unions : 
The constitution provides that the state central 
labour union will consist of all genuine representatives 
of trade unions. Direct individual membership has been 
restricted to the union. Any trade union can be affiliated 
with central union by furnishing a written application to 
the working committees, provided this union submits a copy 
of its objectives. Rule 14 of the by laws of the union 
stipulates regarding the membership of the labourers, such 
a member pays membership-fee and contributes to the fund. 
Membership is also opened to the new workers recruited in 
the factory. These incoming workers submit an application 
to the president which is considered by the working committee. 
A member, if does not pay subscription for three months 
continuously, ceases to be a member. He is, hovever, entitled 
to pay the arrears and fresh admission fee to rejoin the 
union. 
The management of the trade union Consists of a 
working Committee Comprising a president, 4 Vice President, 
2 working President, a secretary, 4 deputy secretary, 4 orga-
nising secretary, a cashier, a auditor and 12 members. All 
these members of working Committee are elected through a 
hand show or secret ballot by members of general body after 
every three years. Besides the working Committee, there is 
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a general Council which is formed of members elected by the 
general body at one member for every 30 members who keeps 
a vigil and watches the activities of the Working Committee, 
like the unit level unions, the management of the central 
union is vested in the Working Committee which comprises a 
President, 4 Vice Presidents ( out of which two will repre-
sent the two divisions of the state ), 1 general secretary, 
4 secretories belonging to both the divisions, 4, organising 
secretory, 1 cashier and auditor. Again it will include 15 
members nominated by the President from each union. 
Finance of the Union : 
The subscription from member unions, and donations 
are the main sources of funds for the union. Every union 
with a membership of 500 workers pays an affiliation fee of 
te. one per member p.a. In case of unit level unions, every 
worker whether temporary or permanent pays Rs. 25 per year 
as his annual subscription and Rs. 2/- per month as monthly 
subscription. The fact is that the union is financially weak 
and does not have adequate fund to carry on any welfare and 
social activities. In fact the unions are not even in a 
financial position to have a full time clerk or an accountant. 
The position of unit level unions of the public sector enter-
prises is bad because the membership is low. It can be 
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concluded that trade unions can not undertake any welfare 
activities owing to their weak financial conditions. But 
there is ample scope for them to improve their economic 
conditions by enhancing the subscription and donation rates 
in view of the workers increased wages and bonus. Timely 
payment of subscription must be made imperative for workers. 
Those who are defaulters must be warned and their membership 
be cancelled. 
Functions of the Union : 
The functions of trade unions are varied and dyna-
mic in character. Trade unions in Uttar Pradesh are concen-
trating on economic demands, seeking for the improvements of 
their members by increase in wages, living and working 
conditions. The object of attaining planned economic develop-
ment, is ignored by them. Now they are in a position to hold 
more responsibilities with a view to contribute to economic 
development and growth and assist in shaping social policies 
and programmes. The objectives of trade unions in the state 
public sector reveal the similar attitude as adopted in the 
begining by the unions in many developing economies of the 
world. Their constitution shows little role which they are 
supposed to exercise. Their state is striving to transform 
socio-economic conditions and this is also a call of trade 
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unions. It has been rightly said "that the imperatives of 
economic development and social justice have altered the 
perspective of trade unions work. Committed to national 
causef trade unions in the state, have now to participate in 
the planned programme of economic development and help to 
promote a measure of economic and social progress throughout 
the country. The need of the hour is to enlist their support 
in shaping the affairs of the industrial enterprises. The 
management must realize and seek the cooperation of the 
unions for greater cause of socio-economic transformation of 
the Uttar Pradesh state. Trade unions have played an impor-
tant role in the economic growth of advanced countries of 
the World. In India also, Ahmadabad Textile Labour Associa-
tion has a commendable role in record of its activities with 
a view to make the planning more successful, in all spheres 
and at all levels. The association of trade unions is 
imperative and of urgent need of today's economic development. 
But the trade unions in the public sector of Uttar Pradesh 
did not play any constructive role. The discussion with the 
different union leaders revealed that the theory has no plans 
to offer and motivate their members. Paucity of finance 
and funds was reported to be the main hurdle that kept the 
1, The Indian Worker, INTUC Silver Jub3ee Number , May 1, 
1972, p. 7. 
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unions far away from launching cultural, educational,welfare, 
and social programmes. Strikes, holding of protest, rallies 
and go slow tactics are the only instruments with the lea-
ders of the trade unions for the fulfilment of workers demands. 
The employers do not provide any facility to the trade unions 
for their growth and development. 
Structure of the Unions : 
The degree of success which unions are likely to 
achieve in discharging their functions and achieving their 
objectives depends, to a great extent, on the nature of their 
organisation and structure. Broadly speaking there are 
four types of trade unions which have been briefly described 
below. 
Craft Union ! 
The c ra f t un ions ,a re organised on the ba s i s of 
s p e c i a l types of work or occupations and in these unions, 
workers belonging to one or o t h e r , c l e a r l y defined s k i l l e d 
occupat ions , only can be members, i r r e s p e c t i v e of t h e i r emp-
loyment in d i f f e r en t i n d u s t r i e s . H i s t o r i c a l l y , c ra f t unions 
1. Grhosh, S. Trade Unionism in the Underdeveloped countr ies 
Book land (p) Limited, I960, Allahabad, p . 73 . 
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are the oldest type in the world, but "they did not make much 
headway in south east Asia, specially among the manufacturing 
workers. The most notable example of craft unionism in India 
is the Ahmadabad Textile labour Association. It is a fede-
ration of several craft unions. It has its own dispensaries, 
schools, maternity home, cooperative bank, press etc. There 
are many craft unions working in the state. Due to non-
availability of sufficient informations and statistics, it 
is impossible to classify unions into different types. Many 
non-mannual workers' unions, viz, irrigation Patwaris asso-
ciation, Uttar Pradesh Cinema employees association etc. are 
formed on craft basis as they cover only one section of 
employees and not workers belonging to a particular industry 
or service. 
Industrial Unions : 
Of all the types, the industrial unions including 
the "one shop variety" are most prevalent in south east 
Asia. Even in India and Pakistan most of the unions belong 
to this category. In Kalaya, and philipines industrial uni-
2 
onism is the most important type. An industrial union is 
1 . Ghosh, S. Trade Unionism in the under developed countries, 
Book land (p) limited 1960, Allahabad, p. 73. OR Ibid. 
2. Mattoo, A.R., A critical study of industrial relations in 
the public sector units of Kashmir, A.M.U. 1976, p. 97. 
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"intended to be open to workers in any trade or of any 
degree of skill, but in a particular industry, they are 
essentially vertical in form. It provides a high measure 
of common interest among members and is best suited for 
industrial negotiation. The abundant manpower and over 
population in the agricultural sector have made the trade 
union movement in Asia on the structure of industrial unions. 
These industrial unions are also found in Uttar Pradesh 
public enterprises but they are generally 'one shop variety' 
type unions. In all the enterprises they enjoy a reasonable 
bargaining power. One, 'shop variety type' is found useful 
and effective both for the management as well as workers. 
It has eliminated the inter union rivalry. Due to non-avai-
lability of reliable informations, it is difficult to fur-
nish the extent of membership in these unions and to 
determine their exact number. However, it can be analysed 
that the number of such trade unions is not many. Due to 
the lack of development of manufacturing industries in the 
state, the scope of organising the workers into industrial 
unions is limited. 
1. Robertson, N. and Thomas, J.L. Trade Unions and Industrial 
Relations. Business Book limited, London p. 53. 
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General Union : 
General union is also an izTportant type of trade 
union. The General union is opened to workers in any-
trade of any degree of skiDl in any industry. With the 
development of many new skills these unions include the 
workers who have to be called skilled namely, Tonga Wallas, 
Bus Drivers, Municipal "boards -workers etc. The factors 
which favour the growth of industrial unions in south east 
Asia are also favourable to the growth of general unions. 
Non-Mannual or Professional Union : 
Unionism among non-mannual workers originated 
in the late nineteenth century in England, but essentially 
it is a feature of modern trade unionism. This is so 
because of the decline in the relative economic position 
of many middle class and professional workers. 
1, Robertson N. and Thomas J.L. Trade Unions and Industrial 
Relations, Business Book limited, London, p. 54. 
1/u 
The history of trade union movement reveals that 
a number of such unions came into existence on the labour 
scene of Uttar Pradesh. Some of the most important and viable 
general unions are Life Insurance vrorkers, Uttar Pradesh 
teachers association. Medical employees association, etc. 
These unions are effective and strong in putting forth their 
grievances. 
Conclusion : 
The critical analysis made in the foregoing dis-
cussion therefore, reveals that the different types of trade 
unions are operating in Uttar Pradesh state. An increase 
in the activity of unions shows the constant realization of 
workers of their privileges and rights, which ensures the 
elimination of multiplicity of unions. Trade unionism Is a 
socio-polltlco economic institution. It has its genesis In 
the post industrial revolution period in the western society. 
When Uttar Pradesh started the process of industrialization, 
naturally the Institutions associated with the process were 
also set up. The Uttar Pradesh state trade union movement 
had various set backs and did not develop on the pattern it 
ought to have developed. The trade union was no doubt provi-
ded certain legal protections. The accelerated pace of 
industrial development, advancement in technology greater 
proportionate increase of skilled workers etc. the trade 
unionism became an Important element of the society. 
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Therefore, the efforts are required to pr-vo the 
way to the unions to grow in a healthy environment. There 
is no douht that industrial unions which are hard-core 
of economic development, are very weak. This indicates, 
the weak structural character of the labour movement as 
existed in the state. The unions must be made capable 
to do more functions to protect the workers and design 
ways and means to exercise a dominant role in wealfare 
of workers as well as in the reconstruction of the iJttar 
Pradesh*s economy. Further the trade unions must be made 
capable to prevent industrial disputes in the state. They should 
inculcate in the mind of workers such organisational loyal-
ty so that the workers of the state do not think about 
strikes and should consider themsalves as the part of 
the enterprise. Therefore, an attempt has been made in the 
next chapter to examine menace of industrial disputes in 
Uttar Pradesh. 
CHAPTER - V 
INDUSTRIAL DISPUTES IN 
UTTAR PRADESH. 
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INDUSTRIAL_DISPUTES_IN_UTTAR_PRADESH 
INTRODUCTION : 
Labour problem Is one of the complex and delicate 
problems of the modern industrial organisation which arises 
due to differences between employer and employee and conse-
quently results into industrial disputes, if not settled 
may lead to complete halt and stoppages of work. Indust-
rial disputes are a fall out of the modern system of produc-
tion.the factory system. Before the advent of the factory, 
labour and capital were supplied by one and the same person, 
hence no possibility of estrangement from the work environment 
existed. The industrial revolution gave birth to the paradox 
of simultaneously increasing productivity and poverty. This 
was because the productivity gains were appropriated by the 
suppliers of capital. Where previously labour was the 
primary factor of production, after the industrial revolution 
capital replaced it because of advances in technology. Now, 
labour had to "b\iy" the services of capital in order to 
subsist. This gave birth to the proletariat , a class who 
had nothing to sell, but their labour and since they had no 
access to the most important factor of production j Capital 
and had an unlimited supply of labour, the price at which 
they could hope to sell their labour remained at the subsis-
tence level for more than a century after the industrial 
revolution. 
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The factory system brought a large number of workers 
in physical proximity for the first tirre showing the same 
environment and job conditions with others. According to 
C.B. Memoria, modern industrialisation - "has created a yawn-
ing gulf between management and labour because of the absence 
of workers ownership of the means of production. Power has 
been concentrated in the hands of few entrepreneurs, while 
a majority has been relegated to the insignificant position 
of mere wage earners. The worker have now come to realize 
that most of their demands can be satisfiea if they resort 
to concerted and collective action, w!ij.le the ecployers are 
aware of the fact that they can resist these demands. This 
denial or refusal to meet their genuine demand? has often 
led to dissatisfaction on the part of the workers to their 
distress, and even to violent activities on their part, which 
has hindered production and harmed both the workers and the 
employers. 
Concept of Industrial Dispute : 
Industrial conflict is a general concept, when it 
acquires specific manifestation it becomes industrial dispute. 
Various terms viz, industrial dispute, trade dlppute, labour 
1, Memoria, C.B, Personnel Kanagement, Himalaya Publishing 
House, Bombay, 1987, p. 912. 
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dispute are construed in different countries with 3. view to 
identify the acute differences between employees and eir.plo 
yers. 
As per the definition of industrial dispute pro-
vided under the Industrial Dispute Act, 1947, section 2(k), 
"industrial dispute means any dispute or difference between 
employers and employers or between employers and workemen or 
between workmen and workmen, which is connected with the 
employment or non-employment or terms of employment or with 
the conditions of labour of any person". 
According to Patterson, "industrial strikes 
constitute militant and organised protests against existing 
industrial conditions. They are symptoms of industrial unrest 
in the same way that boils are a symptom of a disordered 
body."^ 
The industrial dispute in general teres is consi-
dered to be a dispute between a workman and the employer in 
connection with the conditions of employment. For a dispute 
to become an industrial dispute, it should fulfil the following 
essentials. 
1. Industrial dispute act, 1947, section 2(k). 
2. Patterson, Social aspects of industry, Oxford University-
Press, Bombay, 1948, p. 388. 
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1) There must be a dispute or a difference (a) between 
employers and employers ( such as wage warfare where 
labour is scarce ) (b) between employers and workmen 
(c) and between workmen and workmen. 
I 
2) It is connected with the employment or non employment or 
the terma of employment or with the condition of labour 
of any person ( but not with the managers or supervisors), 
or it must be pertaining to any industrial matter. 
3) A workmen does not draw wages exceeding Bs. 1000 per 
month. 
4) The relationship between the employer and the workman 
should in existence and should be the result of the 
contract and the workmen actually employed. 
The first part deals with a substantial dispute, 
the second to the parties to the dispute and the third to 
subject matter of that dispute. Therefore;most of the indus-
trial disputes are related to wages, bonus, dearness allownce, 
working hours, leave, benefits of retirements, working con-
ditions, dismissal and other.economic and non-economic 
conditions etc. The concept of industrial dispute has been 
difrerently defined under different court cases. The courts 
have laid down certain principles m aetermining the nature 
of industrial disputes. 
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1) A significant number of workers must be effected by a 
dispute. The right of the workers must be effected as 
class* 
2) The dispute must be raised by a trade union functioning 
in the concern enterprise or should be raised by a consi-
derable number of employees working in that organisation. 
3) An individual dispute may be considered as collective 
dispute provided it is raised by a considerable number 
of workers. 
4) There must be a direct interest of the concerned parties 
to the dispute and the union which raised the industrial 
dispute must be representative union, 
5) If an industrial dispute was individual one in the begi-
ning and its nature remained the same even at one date 
when it is referred to adjudication by the government, 
in that case it can not be treated as industrial dispute. 
The Industrial Dispute Act of 1947 was amended in 
1965 and section 2A was added in it. Under its provisions, 
the individual dispute related to retrenchment and dismisseO. 
may also be treated as industrial dispute. But despite this 
amendment, still there are few disputes which are out of the 
purview of section 2A.some of these disputes are described 
b el ow : 
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1) Whether a dispute raised by a significant number of 
employees or by a registered trade union may also be 
treated as an industrial dispute, where it is related to 
a small number of vorkers and it has acquired no special 
importance for the industry ? 
2) Whether the disputes of a particular industrial enter-
prise may be raised by a trade union which is not related 
to the workers of that particular industrial concern if 
at all it is possible, the question arises as to what 
must be the qualifications of that trade union and under 
which conditions the dispute must be raised ? 
3) If a employee of a particular undertaking has raised 
a dispute with his employer, and during the disputing 
period the disputant worker becomes the member of an 
outside trade union, the question arises to Justify the 
actions of that trade union to raise the dispute ? 
4) If the industrial dispute is raised in a comprehensive 
and judicious way, then the question arises as to what 
is its Impact on labour relations. 
Prom, the judicial point of view, it is reiterated 
that a dispute may only be considered as an industrial dispute 
when it affects adversely the functioning of an industrial 
organisation. If the number is small, whether the dispute 
is concerned with an individual worker or a number of workmen, 
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the outside trade union may also raise the dispute, but 
this practice must be discouraged. 
Meaning of Employer : 
According to Industrial Dispute Act, 1947 and 
decisions of the various court cases the employer means. 
i) An association or a group of employers, 
ii) where an industry is conducted or carried on by a depart-
ment of central or state government the authority spe-
cified in this behalf and where are such authority as 
prescribed, the leader of the department, 
iii) where an industry is conducted or carried on by or on 
behalf of a local authority, the chief executive officer 
of the authority, 
iv) where the owner of any industry in the course of or for 
the purpose of conducting the industrial contracts with 
any person for the executive by or under such a person 
of the whole or any part of the industry or the owner 
of such industry. The person who becomes employer as 
transferee of a concern becomes liable for the past ser-
vices of the workmen. 
1. ShriBhik Ram, Kanpur Vs. Mrs. Loopu Allen & company 1952, 
L.A.C. 298. 
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Meaning of Workman : 
Workman under the Industrial Dispute Act means that 
a person who has been employed in an industry for the disposal 
of skilled, unskilled, manual, supervisory or clerical job, 
tinder the objectives of this act, if an employee has been 
retrenched or discussed on account of some disputes even, would 
be treated as workman. But such person may not be treated as 
workman (i) whose services are governed by Army Act, 1950 
or Airforce Act 1980 or Navy Act 1934 (ii) who are working 
under police service, Jail administration, (iii) who are 
working on managerial or administrative posts, (iv) who are 
working on supervisory post but drawing salary more than 
Rs. !>0u/- per month. 
Under the Industrial Dispute Act, 1947, the term 
workman has been used for the labourer, but under the bill 
for comprehensive industrial relations now the term 'employee* 
is used for the'labour*. The term 'employee* is more compre-
hensive in comparision to term 'workman' as it is usea under 
the Industrial Dispute Act, The term 'employee* is inclusive 
of such personnel, who were not drawing salary more than one 
thousand rupees a month. Moreover, the persons engaged in 
sales promotion, professional or entertainment jobs were 
under the term 'employee*. Moreover, the personnel engaged 
in technical jobs and drawing salary above Rs. three thousand 
per month or even more than that, are also within the term 
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•employee* as provided in the bill. This provision is fully 
justified for technical personnel who are treated as 
•employee' or *workman* but their salary should not exceed 
the salaries of those supervisory personnel. 
A new legislation on industrial dispute was enacted 
in 1982 known as Industrial dispute Amendment Act, 1982 where 
the term workman has been used for worker. Accordingly, a 
•workman^ means any person ( including an apprentice ) employed 
near the industry to do any mannual, unskilled, skilled, tech-
nical, operation, clerical or supervisory work for reward, 
iriiether the terms of employment be expressed or implied and 
for the purpose of any proceeding under this act in relation 
to an industrial dispute include any such person who has been 
discussed, discharged or retrenched in connection with or as 
consequence of that dispute or whole dismissal, discharge or 
retrenchment has led to that dispute. 
Meaning of Industry t 
By the term industry is meant any business concern 
or establishment where employer and employees are engaged 
in production of beneficial goods or services for people, by 
mutual cooperation. The concept for industry is mostly 
influenced by the decision of Supreme Court in February, 1978 
where such other establishments were also included under the 
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definition of industry which used to remain outside the pur-
view of the definition of industry under the Industrial 
Dispute Act, 1947. The concept of industry was also enacted 
in the Industrial Dispute ( Amendment ) Bill, 1982. Accordingly, 
an industry means any systematic activity carried on by coope-
ration between an employer and his workers ( whether such 
workmen are employed by such employer directly or by through 
any agency, including a contractor for the production, supply, 
or distribution of goods or services with a view to satisfy 
human wants or wish es. 
Definition of Employment : 
Although the term employment has not been defined 
under the Industrial Dispute Act, but still its ordinary 
meaning is such a service agreement which is mutually decided 
between employer and employee and where the employee agrees 
to work under the supervision and control of the employer. 
In the legal framework of Industrial Dispute Act, the term of 
labour has been used very significantly. The work is performed 
in certain agreed conditions. Some of the services and some 
1. Sukhnandon Thakur Vs. state of Bihar I.B.R. 35 Patna. 
2. The United Commercial Bank limited Delhi Vs. Shrinath Gupta, 
1952, I.A.C. 1981. 
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of the conditions are laid down through standing orders. It 
is not essential that a dispute should "be raised directly 
between employee and employer. If a workman employed by an 
employer may raise dispute about such a person, who is not a 
workman under the purview of Industrial Disputes Act, 1947. 
In the compreiiensive industrial relations bill 
introduced in Parliament by the Janata Government, it was 
clearly provided that the individual dispute may also be 
treated as industrial dispute, while the labour appellate 
tribunal of Allahabad High Court held that an individual could 
raise an industrial dispute, but some of the other High Courts 
hold a contrary view, A dispute which affects labour rela-
tion of an individual workman and which is not taken up by 
a: union or a sufficient number of members and therefore, is 
not an industrial dispute. 
It is, quite obvious that judicial opinion is not 
in the lorm of treating individual dispute between employer 
and workman as an industrial dispute. But the amendment of 
Industrial Dispute Act, in 1965» has extended its application 
even in case, a single employee is involved, provided his 
services has been terminated or he has been retrenched or dis-
missed. But the bill for comprehensive industrial relation 
of 1978 is however, more liberal in this respect because it 
has made provisions for treating cases relating to promotion 
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or transfer of individual worker as an industrial dispute. 
A dispute can only be treated as an industrial dispute, when 
it involves the direct interest of employer or employee con-
cerned. As far as the form; of industrial aispute is concerned, 
there are many different types of industrial disputes. Hence, 
regarding some specific forms, the discussion follows : 
Forms of Industrial Disputes : 
Strike : 
A strike is an important form of industrial dispute. 
It is the continuity of industrial dispute as well as a tool 
and an effective instrument of the workmen to be used for 
x-esolving the issues with tne employer. Strikes are, there-
fore, the product of industrial disputes. It is sharp weapon 
with the labour to get their genuine demands conceded. 
Strike, which pertains to the category of indus-
trisQ. disputes may be divided into two heads. 
i) disputes concerning interests, and 
ii) disputes concerning rights. 
There can be disputes regarding creation of specific 
rights and there can also be disputes regarding the implemen-
tation of these rights. The former disputes are said to be 
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disputes regarding interests and the latter disputes regarding 
Tights, A dispute corcernirg p gereral wage increase or the 
acceptance of seniority as the basis of promotion may be said 
to be a dispute regarding interests. The resolution of this 
dispute may create certain rights i.e., right to a higher wage 
or right to promotion on the basis of seniority, later on, if 
the employer refuses to pay according to the terms of agreement 
or the adjudication award or refuses to make promotion in a 
specific case on the basis of seniority, dispute regarding 
implementation of the rights will arise. Therefore, these 
disputes are said to be disputes regarding rights. 
In the context of Indian industries, disputes 
regarding the implementation of labour laws and regulations, 
standing orders, arbitration awards, collective agreements 
and settlements, administrative orders of the government and 
the recommendations of the wage boards will fall under the 
category of disputes concerning rights. 
Other Classifications of Strikes : 
Other classifications of strikes are typical forms 
of strikes differentiating themselves in purposes or techni-
ques adopted by their organisers in India and elsewhere, which 
are briefly discussed below s 
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1) Authorised and Unauthorised Strikes : 
According to the nature of initiation, strikes are 
classified as (a) Authorised, and (b) unauthorised. An 
unauthorised strike is called only, if the union has given 
its consent. Such unauthorised strike are commonly known as 
a wild strike, because it is called without any formal prepa-
ration, any formal notice to the employer or any consent from 
the union. A wild-cat strike is an emotional out burst caused 
by any sudden provocative action on the part of the management 
or supervisors*Unauthorised or wild-cat strikes also represent 
"a rebellian on the part of the rank and file membership against 
the union leadership or rebellion by a part of the membership 
against the total membership. 
2) general and Particular Strikes : 
On the basis of their scope i.e. workers and areas 
covered, strikes may be classified as 'general* or parti-
cular. A general strike has a wide coverage, but the degree 
of generality or the nature of coverage varies considerably 
from strike to strike. For example, there may be a general 
strike which covers a wide range of industries and all or a 
large part of a country. 
1. Clyde J5, Dankert, Contemporary Unionism in the united 
states, p. 392, 
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Some general strikes are confined to a city or an 
industrial tovn. Bandhs are typical example of such strikes 
in India. The objective behind organising bandhs has prima-
rily been political in nature. Whatever may be the purpose, 
bandhs often lead to widespread sufferings and inconvenience 
particularly for the local community. In some cases workers 
employed in different industries in a city or areas may call 
industrial strikes simultaneously without having any political 
objective. A general strike may be one which, although confi-
ned to only one industry, covers many employers, sometimes 
extending beyond one city or industrial area. 
In contrast to general strikes, particular strikes 
are limited in scope and are usually confined to a single 
plant or a few plants and to a single trade or occupation in 
particular town or city. Such strikes are called by the 
plant level unions. 
3) Qlypee Based on Techniques ; 
Strikes can also be classified on the basis of the 
techniques adopted. There are a number of strikes in which the 
labour continue to attend to their work place, but intend to 
reduce their output. In other words they formally quit 
their work places. The most common of these strikes are : 
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a) Slow dovn strike, 
b) quickie strike, 
c) Bitdown strike, 
d) work to rule strike. 
a) Slow down Strike : 
In such a strike, workers do not actually stop work-
ing rather they slow down the pace of their work. Such 
strikes are common in the Indian sugar industry during the 
crushing season. The employers vehemently resent this form 
of strike and call it immoral. 
b) Quickie Strike : 
In a quickie strike, workers remain in their place 
of work, but they stop work for a brief period i.e., for a 
few minutes or a few hours. 
c) Sitdown Strike : 
In a sit down strike also, workers remain in their 
work place but they do not work. The duration of the stoppage 
of work in this strike is longer than that in quickie strike. 
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The difference between quickie and sit down strike is only of 
duration, all quickies involve sit down but all sit downs 
are not quickies. 
d) Work to rule : 
Under the work to rule situation, the workers are 
not formally on strike similar to the slow - down situation. 
The workers declare that they will perform their works stric-
tly in accordance with the rules prescribed. In some 
industries, the nature of the business and the rules prescribed 
are such as to lead to a considerably slowing down of the pace 
of work if the rules are strictly followed. Under such condi-
tions, if the workers and the unions declare that they will 
work according to the rules, they succeed in slowing down the 
pace of work and reducing out put, without going on a formal 
strike. A work to rule movement thus becomes very effective 
instrument of exerting pressure on the management. In some 
services, like banking^insurance, government offices, post 
and telegraph, employees often resort to work to rule method 
for the fulfilment of their demands. This movement is gene-
rally a slow down movement. 
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4) Ordinary Strike : 
In ordinary strike the workers formally quit their 
places of work and prevent others, occasionally by violence 
but mostly by persuation and picketing. In this form of 
strike, processions, demonstrations and picketing are nece-
ssary for the success of the strike. 
5) Types Based on Generic Purposes : 
Strikes have also been classified after the generic 
purposes for which they are undertaken. These strikes are s 
a) Sympathetic strikes, 
b) Jurisdictional strikes, 
c) Foliticed strikes, and 
d) General strikes. 
a) Sympathetic Strike : 
A sympathetic strike is conducted out of sympathy 
for the cause of another group of workers, whether on strike 
or not. The workers resorting to a sympathetic strike have 
no immediate grievance against their employer but the strikers 
strengthen the morale of the workers for whom they are showing 
their sympathy by going on strike. A sympethetic strike is 
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an expression of solidarity with and support to a cause. 
The sympethetic strikers may also expect their employer to 
use his good offices for the success of the cause of the 
fellow workers for whom sympathy is being expressed. 
b) Jurisdictional Strike t 
Jurisdictional strikes are observed with a view 
to forcing an employer to recognise or bargain with a parti-
cular trade union instead of another. Two unions may down to 
represent the same set of workers and may clamour for recogni-
tion for this purpose. One of the contestants, may go on 
strike to pressurise the employer to accept its representational 
claim. As a matter of fact, two unions are quarelling for 
their respective Jurisdictions and the strike is the result of 
this difference. Hence, such strikes are known as jurisdic-
tional strikes* 
c) Political Strike : 
The strikes of this sort are intended to put pre-
ssure on the government to do something or desist from doing 
some thing. Such strikes are also intended to express workers 
support to a particular political cause. These political 
strikes have been very common in India. Bandhs discussed 
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earlier also come under this category, such strikes are not 
caused by any industrial dispute. 
d) General Strikes J 
The general strikes are similar to political 
strikes in nature and purpose, A general strike which invol-
ves all workers of the country can rarely be occasioned by 
industrial disputes, A general strike is a part of a revo-
lutionary movement. 
Lock - Out : 
The term'lockout'refersto the action of an employer 
in temporarily closing down or shutting down his enterprise 
or refusing to provide his employees with work with the 
intention of forcing them to accept d^nands made by them. But 
the Industrial Disputes Act of 1947 defines the lockout as, 
'lock-out' means the closing of a place of business of employ-
ment or the suspension of work or the refusal by an employer 
to continue to employ any number of persons employed by him. 
Thus, the lock-out is the closure of an industrial under-
taking because of the existance of or apprehension of an 
industrial dispute, violence and loss to his properties. lock-
out is a counterpart of a strike. As the employees have a 
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weapon in their hands to put pressure on the employer by 
going on strike, similarly, the employer also has a weapon 
against the employees to lockout his premises and not to 
allow the workers to come in to work. The lockout is used 
with some intentions i.e.,to coerce or force the workers to 
come to terms. The consequences of lockout's and strikes 
are detrimental to the industry as a whole and to the economy 
of the country. They lead to loss of production through stop-
page of work and consequent damage to national economy. 
Gherao : 
Gherao is a controversial form of industrial dis-
pute. A number of questions are raised about its legality 
and illegality. In reply to these questions, Calcutta High 
Court in the judgement of Jaya Engineering Case said. 
"A Gherao is a physical blockade of a target, either 
by encirclement as forcible occupations. The 'target may 
be a place or premises, usually the managerial or supervi-
sory staff of an industrial establishment. The blockade may be 
complete or partial and is invariably accompanied by wrongful 
restraint or wrongful confinement and occasionally accompa-
nied by assault, criminal tresspass, mischief to person or pro-
perty, unlawful assembly and various other criminal offences. 
The persons concerned are beaten, humiliated by abuses and 
not allowed ^Ven to answer the calf of the nature and are 
193 
completely on the mercy of the besiegers. 
The object of gherao is to compel those who 
control industry to submit to the demands of the workers, 
without recourse to the machinery provided for by law. In 
short the gherao is resorted by the workmen in order to 
meet their demands not by special mercy but by violence. 
Causes of Strikes : 
Any strike may have a number of causes behind it. 
These causes may be : 
1) economical 
2) soc i a l 
3) psychological 
4) political, Emd 
5) legal. 
All these factors are interrelated and one 
factor influences the other. In fact the strike is a 
means of expressing industrial conflict, but it can iwt be 
definitely ' said that this conflict aripes ^y some 
immediate factors or by some previously rooted factors. 
1. Jaya Engineering works limited. Its state of West Bengal 
Air 1968, cal. p. 407. 
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Lay-off : 
lay-off means "the failure, refusal or inability 
of an employer on account of shortage of coal, power, or rav 
material or accumulation of stock or the breakdown of machinery 
or of any other reason to give employment to workmen, whose 
name is on the master rolls of the industrial establishment 
and who has not been retrenched. "In lay-off, leaves are 
given for a definite or indefinite period. Luring such leave 
the employee is entitled to get fifty percent of his basic 
salary and dearness allowance as compensation. But such 
compensation is only payable by those employers in whose fac-
tory i.e., mine or plantation, 50 or more persons are employed. 
Moreover, only those workers are entitled for such leave who 
do not come in the category of temporary, badli or substitute 
workers and they have completed 190 days of service on the 
ground or 140 days of service under the ground within twelve 
months before getting such leave. 
In the bill for comprehensive Industrial Relation 
Laws, introduced by Janata Government^provisions were made to 
make the 'lay-off more useful for the workers. Under the 
bill, such workmen are also entitled for the compensation of 
•lay-off who are working in concern where twenty or more 
workmen are working, till the first 30 days of lay-off or 
closure or amount eqxial to the 50?^  of the salary payable to 
the workmen concerned as compensation. But no compensation 
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is payable under the following conditions. 
i) When a laid off worlooep refuses an alternative job either 
in the same concern or any other concern (of the ©tup-
loyer concerned ) situated in the same town or village 
or at place which is within the radius of eight kilometers 
from the concern. 
ii) When the laid off workman fails to present himself in 
person, in the industrial undertaking at least once, in 
the fixed time within the usual working hours. 
iii) If the lay-off has been declared due to strike or go 
slow in the work, organised by the workers of the other 
units of the concern. 
Under the above bill, the employers are required 
to prepare a master roll during lay-off or closure and the 
attendence of these lay -off. Workmen should be entered in 
that register. A number of disputes may be raised in connec-
tion of lay-off. The type of leave may only be justified when 
it is given in accordance with the definition of the industrial 
dispute act. If the lay-off is held illegal by an industrial 
tribunal, the workmen concerned become entitled for the compen-
sation higher than the usual rate. 
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Retrenchment : 
Retrenchment means termination of services of any 
workman by the employer. According to Industrial Dispute 
Act, 1947, if the termination of service is the result of any 
disciplinary action, it does not come within the purview of 
retrenchment. In more precise term retrenchment means every 
termination of employment even of a single individual for 
any reason, what so ever was covered under the definition of 
retrenchment, termination embraces not merely the act of 
termination by the employer, but the fact of the teimination 
however is produced. 
The 'retrenchment' concept has got so expanded by 
the verdict of the Supreme Court, a worker today has all 
liberty to overstay on leave or take long absence and the 
management is helpless to terminate his services, because it 
would mostly be held to be retrenchment and that too invalid 
for the alleged compliance of the relevent provisions in this 
regard. 
Under the provisions of the Industrial Dispute 
Act, a retrenched workm^ is to be paid a compensation at the 
rate of 15 days average salary per year, for the years he has 
spent in service. This sort of compensation is also peiyable 
to the workmen of an undertaking employing more than 50 
workers per day. But it applies only to those '.-orkers who 
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have completed one year of continuous service under an 
employer. 
Industrial Disputes in India : 
Though the modern system of industrial production 
in India was started in the middle of the last century yet 
there is no worth mentioning disputes in the country. Till 
the end of last century, the working force was poor and disorga-
nised. During that period strikes^lay-off, gherao were not 
expected from them. But even then strike was organised in 
Impress Mill, Kagpur in 1877. About 25 strikes alone were 
organised in the provinces of Bombay and Madras in the same 
decade but the employers were so strong that none of strikes 
could achieve success. In that period the wages of the workers 
were much less than the cost of living. They were economi-
cally discontended. This discontentment along with indepen-
dence movement and the establishment of I.L.O. gave birth to 
trade union movement in our country. 
There was marked increase in industrial strike 
after the first World War. A big strike was organised in one 
of the Textile Mills of Bombay in 1918. In 1918 nearly 25 
thousand workmen ( almost all the workmen were engaged in 
textile mills of Bombay ) went on strike. There was a great 
economic depression in the country during that period. As 
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a result there was an organised industrial conflict in the 
country in 1919. Again in 1921 workmen engaged in tea plan-
tation ( Assam ), Railway and Steamer Companies went on 
strike. The railway coolies also organised strike but it 
was unsuccessful, because there was no organised force 
behind that strike. In 1924» there was a strike in Bombay 
city which was the biggest strike organised»And in 1925» again 
bigger strike was organised in the same city which caused 
loss of 11 million mandays. 
With the passage of time, our country again engri-
_ped in the industrial strike in 1928. During that period 
some improved methods of production were introduced to face 
the consignor of economic depression. This caused to rece-
ssion of the employers. The period of 1929 is highly 
important in the history of our country, in this year there 
was a violent wave of strikes in the textile mills of Bombay, 
this had been due to the influence of communism. As a result 
the Trade Dispute Act ( 1929 ) was enacted through which an 
efficient machinery was enacted to settle industrial disputes 
in the country. In the same year, the workmen of jute mills 
of Bengal also went on strike and about 2.6 lac workmen 
participated in that strike. Thus, a loss of 43.8 million 
mandays were caused by the strikes during 1928 - 29, 
ISu 
The industrial envirolament of the country was 
relatively peaceful during 1930 - 37. In 1937, the popular 
Congress government was established in the country and a 
feeling developedin the working class that they would make 
them free from all the exploitation and the quality of the 
working life will also be improved. But their expectations 
were not met and as a result, there were 379 and 399 strikes 
in 1937 and 1939 respectively. Bombay, Calcutta and Kanpur 
were the main centres of such strikes. 
Industrial Disputes During Second World War : 
In 1939, second world war was declared and the cost of 
consumer goods went up high due to inflation and the gap 
between wage and the standard of living of the workers was 
widened. Consequently, a number of industrial disputes 
sprang up. The number of such disputes was 322 in 1940. It 
reached up to 694 m 1942. In 1940 the striking leaders were 
arrested and the workers were beaten. The result was that one 
lac and 75 thousands workers went on strike in Bombay and 
it continued for 40 days. The whole country was affected 
by the wave of strikes during that period. All these above 
events forced the government to formulate definite rules to 
check strikes and industrial unrest during war period, under 
these rules the strike was declared illegal in essential 
2i}u 
services. Ftor other industries, it was made essential to 
serve 14 days prior notice for the strike or lockout, other 
wise it would be illegal. In the eventof these preventive 
measures, no big strike or lockout was arranged during 1942 
to 1946. 
Industrial Disputes After Independence : 
After independence, a new wave of hope began to 
flow in industrial environment. The national economy was 
badly affected due to second world war and the division of 
the country. As a result the country was again engripped into 
industrial unrest. A large strike was organised in 58 textile 
mills of Bombay for the increase of wages, and the strikes 
were also organised in the jute mills of West Bengal for the 
reinstatement of dismissed workersand for increase in the wage 
rates. To deal with these situations, Industrial Disputes 
Act, 1947 came into existence on the basis of the activities 
of adjudication machinery^created during war period. Indus-
trial trade resolution was also adopted in the same year by 
the government of India in which it was emphasised that the 
employers will give the weightage to the workers in their 
industrial establishments and they will be provided fair 
wages and better working conditions. On the other hand, the 
workmen shall also dispose off their duties in a proper way 
20i 
for raising the national income. Both the worker and manage-
ment should try to settle their differences by mutual nego-
tiation and shall do nothing to slow dovn the rate of pro-
duction. 
As a result of these efforts, the rate of strikes 
and lockout came down in 1948 and 1949 but it again went up 
in 1950. In August 1950, a big strike was arranged in textile 
mills of Bombay on the issue of bonus, which continued for 
63 days and about two lacs of workers participated in that 
strike causing the loss of 94 million mandays. In 1955, a 
strike was organised in the textile mills on the issue of 
nationalization which continued till 80 days and caused the 
loss of 17 lacs mandays. 
In July i960, the strike of the central government 
employees was organised and it went on for five days, caused 
a great trouble to the general public. From April to December, 
1967, 256 strikes and 5 lockouts were organised in coalmines, 
suffered a loss of 9 lacs and 28 thousands mandays. The 
newspaper employees organised their strike from 23rd July to 
17th December, 1968 and the bank employees organised their 
country wide strike in September, 1970. In 1971, the rate 
of strikes and lockout was relatively low due to indo-Pak 
war. But the rate of strike again went up in 1973 and 1974. 
Perhaps 1974 was the year of highest industrial unrest. A 
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nijmber of strikes were arranged during this year such as 
Calcutta Doc labour strike, strike of Hindustan Motors 
limited, and Jay engineering works, Calcutta, strike of 
the Rail engine employees, strike of electrical engineers 
in some of the states and^the strike of junior doctors of 
Delhi. As a result the Bonus Act was amended and the provi-
sion of minimum bonus was eliminated. Lxiring emergency strikes 
and lockouts were banned. These two factors caused a preat 
discontentment in the workmen. Soon after the emergency, 
sixth general election was held and the Janta Government came 
in power. Though the provision of minimum bonus ( 8.33^ ) 
was restored by that government but the flame of industrial 
unrest lying dormant in the heart of workmen during emergency, 
began to blow up. The result was that big industrial strikes 
took place in electrical undertakings, banks and,educational 
institutions' in Calcutta and Bombay. 
Recently on the recommendations of fourth pay 
commission pay scales have been revised for central government 
employees and it seems that the employees of other state 
government where the similar pay rules have not yet been imple-
mented are also demanding equal pay to the centre employees. 
At present there is not even a single day, when the strike 
is not organised somewhere or a threat of strike is not 
given by some body and the situation of industrial dispute 
has become an alarming bell to the employers and government 
i< U o 
on the parts of employees and trade unior; 
Cost of Industrial Disputes : 
• The cost of Industrial disputes can be studied from 
the followljig table. 
Table - 5»2 
Table No. 5.2 showing total number of disputes and the cost 
of industrial disputes: 
Year 1^ 0• 0^ No. of wor- No. of Man- Wages lost Value of 
Disputes kers invol- days lost (lakhs) production 
ved(lakhs) (lakhs) lost(!>s. lakhs] 
1971 
1972 
1973 
1974 
1975 
1976 
1977 
1978 
1979 
1980 
1981 
1982 
1983 
1984 
1985 
1986 
1987 
Source 
2747 
3382 
3849 
2303 
1943 
1459 
3117 
3187 
3048 
2191 
2478 
2106 
-
2094 
1755 
1892 
1799 
: Va r i ous 
16.15 
17.36 
25.45 
28.54 
11.44 
7.41 
21.93 
19.16 
28.73 
11.35 
15.15 
13.38 
-
19.49 
10.79 
16.45 
12.50 
issues o f 
165.46 
205.44 
20.63 
40.26 
21 .90 
12.74 
25.32 
28.34 
43.85 
12.91 
88.40 
43.52 
-
560.25 
292.39 
327.48 
206.17 
the pocket 
-
-
-
-
338.1 
123.3 
128.1 
248.9 
461.4 
107.3 
-
-
-
670.2 
360.4 
450.31 
210.41 
Book o f labo 
-
-
-
-
1778.6 
923.1 
2848.8 
2853.2 
4430.2 
1184.7 
-
-
-
5280.06 
3740.52 
8230.59 
2490.60 
u r s t a t i s t i c i 
Zllv 
The abofve t ab l e r e f l e c t s the cost of i n d u s t r i a l 
d i spu tes which the country has suffered. I t i s evident from 
the above t ab l e t ha t the number of d i sputes has declined 
from 2747 in 1971 to 1799 in 1987, a decrease of 56.35?^, l i k e -
wise , the number of workers involved has a lso come down from 
16,15 lakhs to 12.50 lakh, a dec l ine of 22.6?& during the same 
per iod . At the same time the* t ab l e shows tha t there i s an 
increase in mandays l o s t which has gone up from 165.46 lakh in 
1971 to 206.17 lakhs in 1987, an increase of 24.6^. The wages 
l o s t in 1975 were 338.1 lakhs a l so declined to 210.41 lakhs 
in 1987, a f a l l of 37.8«^. The value of production l o s t was 
Rs. 1778.6 lakh in 1975, gone up to R?. 2490.60 lakhs in 1987, 
an increase of 409 .^ Thus, i t can be concluded t h a t the problem 
of labour r e l a t i o n i s the major hurdle in the economic growth 
of the country. 
The percentage distribution of industrial disputes 
can be studied from the following table: 
Table - 5.3 
Table No. 5.3 showing percentage distribution of Industrial 
Disputes, during 1970 to 1988. 
Tear 
1970 
1971 
1972 
1973 
1974 
1975 
1976 
1977 
1978 
1979 
1980 
1981 
1982 
1983 
1984 
1985 
1986 
1987 
1988 
Perc 
Wages and 
allownces 
37.1 
34.3 
31.8 
34.1 
36.1 
32.0 
23.4 
31.2 
28.7 
31.9 
28.4 
28.7 
25.5 
27.7 
27.7 
22.7 
25.7 
27.6 
29.2 
lentage 
Bonus 
10.6 
14.1 
8.4 
10.3 
6.2 
8.0 
13.8 
15.2 
9.9 
8.8 
7.3 
7.8 
14.9 
6.0 
8.1 
17.3 
9.7 
7.7 
4.5 
of Stoppages on account of 
Personnel and 
Retrenchment 
25.6 
23.0 
8.4 
24.3 
26.5 
29.8 
29.9 
23.0 
24.2 
21 .7 
24.3 
21.4 
22.0 
21.4 
19.6 
29.0 
23.3 
17.1 
20.8 
• 
Leave 
of wo: 
2.1 
1.4 
24.2 
1.5 
1.6 
2.3 
2.9 
2.2 
2.0 
2.4 
2.2 
2.2 
9.3 
1.9 
1.9 
1.8 
1.3 
1 .2 
1.5 
Hours 
rk 
Other 
causes 
24.6 
27.2 
26.2 
29.8 
29.6 
27.9 
30.0 
28.4 
35.2 
35.2 
37.8 
39.9 
28.3 
26.4 
28.7 
29.2 
24.9 
46.4 
44.0 
Source: 1. Indies labour year Book, Kinistry of labour^Govern-
ment of India, 1982, 1984, 1985 
2. Pocket book of labour statistics, 1988, laboxir 
Bureau, Ministry of labour, Government of India. 
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The above said table shows the percentage distri-
bution of industrial disputes due to major economic considera-
tions from 1970 to 1988, With a fall in real earnings of the 
workers due to rising prices and hence, the inadequacy of 
wage, allownces have been the largest cause of disputes in India, 
Wages and allowances disputes formed 37.1 percent in 1970 and 
29.2 percent in 1987. This is due to the worker's demands for 
higher wages, allowances and bonus to keep pace with the ever 
rising price structure. Under the head of personnel retrench-
ment, the disputes are 25.6?^  in 1970 and 20.8?^  in 1988. The 
proportion of industrial disputes relating to leave and hours 
of work in the total has declined from 2.1 percent in 1970 to 
1.^ 9^  in 1988, Disputes for other reasons have gone up from 
?4.6?5 in 1970 to 44.0?^  in 1988. 
Industrial Disputes in Uttar Pradesh : 
The following table reveals the strikes and lockouts 
in Uttar Pradesh during 1979 to 1988, 
211. 
Table - 5.4 
Table No. 5.4 showing the niuEber of strikes and lockouts 
in Uttar Pradesh. 
Number of strikes Workers involved Mandays lost 
Year and Lockouts ( lakh ) ( lakh ) 
2.52 15.4 
U^2 8.50 
0.82 14.74 
1.35 8.05 
0.59 7.62 
0.45 9.82 
0.47 7,71 
0.57 6.69 
0.50 16.04 
0.46 17.08 
SourceJ Annual Review, Department of labour, Uttar Pradesh, 
1979, 1980, 1983, 1986 and 1988. 
Data depicted in the above table reveals that the 
total number of industrial disputes due to strikes and lock-
outs has decreased from 213 in 1979 to 88 in 1988 indicating 
an overall decline of 58.7^. Similarly, it shows that the 
total number of workers involved in the strikes and lockouts 
has declined from 2.52 lakhs in 1979 to 0.46 lakhs in 1988 
i.e., a decrease of 817=^ . Moreover, it also reveals that the 
total mandays lost went up from 15.40 lakh in 1979 to 17.08 
1979 
1980 
1981 
1982 
1983 
1984 
1985 
1986 
1987 
1988 
213 
176 
191 
193 
174 
147 
112 
115 
111 
88 
211^  
lakhs in 1988 representing an increase of 11^. The final 
analysis of this table indicates that the trend of mandays 
lost has been on the increase and decrease. It means that 
the problem remains a major threat to the healthy growth of 
state's industrial sector and the success of the seventh five 
year plan. 
The folio-wing table shows the industrial disputes in which 
lockouts were declared during 1980 to 1984: 
Table - 5.5 
Table No. 5.5 showing industrial disputes in vAiich lockouts 
were declared during 1980 to 1984 in Uttar Pradesh : 
Year No. of lockouts ^^'it ^°^^®^s No. of mandays lost 
aflected " 
1980 
1981 
1982 
1983 
1984 
14 
13 
20 
11 
12 
4551 
11207 
5205 
6643 
1162 
238,947 
651,810 
284,667 
174,435 
61,108 
Source: Indian Labour year Book, Ministry of labour, Govern-
ment of India, 1982, 1984 and 1985. 
The above table indicates the position of lockouts 
in Uttar Pradesh state. It reflects that, there were 14 
lockouts in 1980 which came down to 12 in 1984^ a decline of 
14.2?5. The number of workers affected also came down from 
t^ <l ^J 
4551 in 1980 to 1162 in 1984, a f a l l of 74.5?^. Likewise, the 
number of mandays l o s t were 238,947 in 1980 which a lso dec-
l i ned to 61,108, a f a l l of 2919^. 
The following t a b l e revea l s the mandays l o s t in 
c e n t r a l and s t a t e spheres in Ut ta r Pradesh during 1980 to 
1984. 
Table No. 5.6 showing mandays l o s t in c e n t r a l and s t a t e spheres 
in Ut t a r Pradesh during 1980 to 1984: 
Table - 5.6 
Year Central sphere Sta te sphere Total 
798,685 856,177 
1,47,1165 14,73,797 
643,917 645,609 
559,805 571,391 
503,368 514,743 
Source: Indian Labour Year Book, Minis t ry of labour 
Government of Ind ia , 1982, 1983 and 1985. 
The above mentioned t ab l e revea ls t h a t in c e n t r a l 
spheres , the mandays l o s t have declined from 57492 in 1980 to 
11375 in 1984 i . e . , by 80,2?^. Likewise in s t a t e sphere, the 
mandays l o s t have a l so come down from 798,685 in 1980 to 
503,368 i . e . by 37?^. I t can be concluded t h a t t he re i s an 
improvement in the s i t u a t i o n of labour r e l a t i o n s in Ut ta r 
Prad«»*iii, 
1980 
1981 
1982 
1983 
1984 
57492 
2632 
1692 
11586 
11375 
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The following t ab le shows the number of i n d u s t r i a l 
d i s p u t e s , workers involved and l o s s of rnandays in cen t ra l 
spheres in U t t a r Pradesh during 1980 to 1986 : 
Table - 5.7 
y. Number of indus- Workers invol- Kandays lost 
^®^^ trial disputes ved ( 000 ) ( 000 ) 
1980 9 27 57 
1981 - - 3 
1982 3 1 2 
1983 5 5 12 
1984 7 5 11 
1985 6 4 6 
1986 3 _ _ 
Source: Indian labour year book, Ministry of labour, 
Government of India, 1987. 
The above table indicates that the number of 
industrial disputes has declined from 9 in 1980 to 3 in 
1986, a decrease of 66.7^. Likewise the number of workers 
involved has also come down from 27 thousands in 1980 to 4 
thousands in 1985 i.e., a decline of 85?^ . At the seme time the 
table shows that the mandays lost have declined from 57 thou-
sands in 1980 to6thousands in 1985 i.e., by 89.5%. 
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Table 5.8 indicates the number of industrial disputes,,workers 
involved and mandays lost in state sphere during 1980 - 86, 
Table No. 5.8 showing the number of industrial disputes, work-
ers involved and mandays lost in state spheres during 1980-86: 
Table - 5.8 
Number of indus- Workers invol- Kandays lost 
^«^^ trial disputes ved ( 000 ) ( 000 ) 
85 799 
82 1471 
68 644 
53 560 
25 503 
32 335 
21 310 
Source: Indian labour year book, Ministry of labour. Govern-
ment of India, 1987. 
The above said table indicates the position of indus-
trial disputes in Uttar Pradesh, state spheres during 1980 to 
1986. It reflects that there were 167 industrial disputes in 
1980 which came down to 43 in 1986, a decline of 749^ . The 
number of workers involved also came down from 85 thousands 
in 1980 to 21 thousands in 1986, a fall of 75^. Likewise, the 
number of mandays lost were 799 thousands in 1980 which have 
also declined to 310 thousands in 1986, a decline of 6196. Thus, 
1980 
1981 
1982 
1983 
1984 
1985 
1986 
167 
191 
180 
145 
104 
67 
43 
2U 
i t can be concluded that there is a significant improvement 
in the conditions of labour re la t ions in Uttar Pradesh, 
Classif icat ion of Industrial Disputes according to causes 
during 1985 - 1988; 
Table No, 5,9 showing the c lass i f ica t ion of disputes according 
t o causey 
Table - 5.9 
Cause of 
Disputes 
Number of strikes/lockouts 
1985 1986 1987 1988 
WagesA^.A, 
Bonus 
Retrenchment 
Implementation 
of Awards 
Miscellaneous 
Demands 
25 
07 
40 
-
40 
48 
17 
25 
-
25 
42 
09 
28 
-
32 
22 
06 
18 
-
38 
Total 112 115 111 88 
source: Annual report, department Of labour. Government of 
Uttar Pradesh, 1986 and 1988. 
The above table analyses the various causes of 
industrial disputes in the state. Tablre presents that bonus, 
wages, D.A,, incentive, overtime, retrenchment, and dismissal 
were the main causes of industrial disputes in Uttar Pradesh, 
In addition to these general, other causes have also been a 
major cause among the industrial disputes. The table reveals 
21 
disputes were held because of Bonus, D.A., individual 
grievances followed by promotion, overtime, incentive and 
facilities for welfare services in that order. Further, the 
disputes relating to wages had been responsible at all times 
to a large extent for industrial unrest in depression and 
in prosperity in peace as well as in war. Similarly, indivi-
dual grievances had also shown an increasing trend during the 
period. Among the other causes of industrial unrest, placement, 
promotion, termination, solidarity and general action etc. are 
important. It is to be noted that recruitment and selection 
has been the least among the causes of industrial disputes. 
Table No. 5.10 showing industrial disputes according to period 
during 1985 - 1988: 
Period 
1 to 3 days 
3 to 7 days 
7 to 15 days 
15 to 30 days 
30 to 60 days 
60 to 90 days 
More than 90 days 
Total 
Table 
1985 
27 
24 
18 
20 
15 
05 
03 
112 
- 5.10 
Y E A R 
1986 
25 
18 
23 
27 
10 
07 
05 
115 
1987 
23 
23 
18 
17 
18 
05 
07 
111 
1988 
21 
13 
08 
13 
17 
07 
09 
88 
Source: Annual report. Department of labour. Government 
^ •» TT 1^ i - .-^  
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Duration of industrial disputes inc?icates the 
seriousness of the dispute. The table 5.10 gives the dura-
tion of the time taken during 1985 to 1988. It was observed 
that 3 disputes took time duration of more than 30 days, and 
27 disputes took time of 1 to 3 deys in 1985. In the year 
1988, the 21 disputes took 1 to 3 days duration and only 9 
disputes took time of more than 30 days. Thus it can be con-
cluded that longer duration of time of industrial disputes is 
detrimental for industrial prosperity and labour relations. 
The classification of strikes/lockouts according to regions 
can be seen in appendix I and II. It can be observed that the 
hope of planner has not been fulfiled. Even the public sector 
in India has not been spared of industrial unrest, despite 
its ostensible creation for the propagation of industrial har-
mony. 
It has been rightly said that harmonious relations 
between employer and employees are essential for in'3ustrial 
prosperity in the state. But the foregoing discussion clearly 
indicates that the management and workers of public sector do 
not have mutual understanding with each other, v.hich has 
consequently been resulted in industrial urrest. The overall 
situation of industrial disputes reveals that If-bour relations 
in the group were undoubtedly fnr away from cordj^-l. In our 
views, this unhealthy and unhappy situation is jarg-^ Oy du^ to 
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multiplicity of trade unions, their rivalries and the nef;li-
p:enc9 of the management towards the problems of the workers. 
The causes of industrial disputes were mainly related to wages, 
bonus, working conditions and indifferent attitude of the mana-
gement. Thus, it can be said that labour relations in Uttar 
Pradesh state public sector enterprises are far from satisfac-
tory. 
Settlement of Industrial Disputes t 
The problem of labour relations is two fold namely, 
settlement of disputes and prevention of industrial disputes. 
For maintaining industrial harmony, no doubt the role of 
state is too significant but simultaneously the development of 
necessary conditions is also imperative. Apart from dynamic 
role of management towards human relations and adoption to the 
changing social order, various measures of prevention of 
industrial disputes also play a significant role in the field 
of labour relations. Hence, the proverb, prevention is better 
than cure has significant validity in this context. 
The existing measures for the prevention of industrial 
disputes are both voluntary as well as statutory in character. 
The voluntary arrangements comprise, collective bargaining, 
consultative machinery bpth bipartite and tripartite, code of 
discipline and grievance procedure. Statutory provisions refer 
21 
to enforcement of standing orders and the constitution of 
workers joint committees. 
1) Collective Bargaining : 
According to this process the employers and workers 
collectively settle the disputes by their mutual understanding 
the terms and conditions of employment for the mutual benefit 
of each other. Any dispute that comes to exist can 
be resolved on the basis of the agreement. Hence, collective 
bargaining between the two parties is a useful technique to 
resolve the disputes on mutually acceptable terms. Collective 
bargaining becomes an effective instrument and tool to settle 
industrial disputes and advancement of the cause of labour if 
certain conditions are fulfilled. Firstly, the trade unions 
must be well organised and recognised, the workers must feel 
themselves stranger when they unite and bargain with the 
employers. Secondly, there must be a spirit of give and take 
between the employers and labour. Thirdly, both the parties 
i.e., labour and employer, must act in good faith on the 
basis of mutual understanding. Fourthly, the viewpoints of 
both the parties must be appreciated by each other. And 
finally, there should be no uncertainty about the fields in 
which the parties are legally required to bargaining collec-
tively t Face to face meeting between the employers and the 
21; 
representative of workmen serve a useful purpose only when 
the traditional prejudices are kept aside by both the parties 
i.e., labour and employer. 
2) Consultative Machinery : 
The term consultation signifies as an internal 
arrangement for a regular and systamatic exchange of views 
between representative employers and workers on issues of 
mutual interest. It is an advisory process dealing with 
matters of mutual interest outside the scope of collective 
bargaining. In other words consultation is an important machi-
nery by which employees are taken into confidence in the 
methods of management. This consultation is an effective 
instrument in the conduct of enquiry needed at different le-
vels and the machinery for the purpose is besically of two 
types viz, tripartite and bipartite. 
a) Tripartite Consultative Machinery : 
Tripartite deliberations between the representatives 
of the employers, workers and government in settling diffe-
rences leading to industrial unrest, loss of mandays and fluc-
tuations in output, etc. have proved useful machinery. A body 
of principles and practices has grown up as a product of joint 
•) l6 
consiJltation in which representatives of government, the 
working class and employers have been Darticipating at various 
levels. The legislative measures adopted by government in 
this field, represent the consensus of opinion of the parties 
vitally concerned and thus, acquire the strength and character 
of a national policy, operating on voluntary basis. 
The necessity of tripartite consultative machinery 
in regard to different labour issues on the pattern of various 
bodies of the international labour organisation -was recommen-
ded by the Royal Commission on labour. To quote the commission 
"The Constitution by statute of an organisation by which rep-
resentatives of employers, of labour and of governments would 
meet regularly in conferences, should be sufficiently large to 
ensure the adequate representation of various interests invol-
ved, but it should not be too large to prevent members from 
2 
making individual contributions to the discussions". This 
recommendation coiild not have any response from the govern-
ment for a decade and it was only to meet the time needs of 
industrial peace to keep up production. The experience of 
these consultations convinced the government that more effec-
tive and speedy results could be achieved if a joint meeting 
of representatives of government, employers and employees, 
had been held. 
1, Third Five Year Plan, p. 250. 
2. Royal Commission on labour, p. 467. 
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b) Bipar t i te ConsultatiTe Machinery : 
Bi rpar t i te consultative machinery i s a form of collec-
t ive bargaining which consists of only representatives of 
employees and employers. Normaly i t i s called works committee. 
The Royal Commission on labour observed "generally speeking, 
the resu l t s achieved have been disappointing", pleaded that 
"if they are given proper encouragement and past errors avoided, 
works committees can play a useful part in the industr ia l sys-
tem". The importance of b ipa r t i t e consultation was h i ^ l i g h t e d 
in f i r s t five year plan. "There should be closest collabo-
rat ion through the consultative committees at levels between 
employers and employees for the purpose of increasing produc-
t ion , improving qual i ty , reducing cost and eliminating 
waste". 
3) Labour Par t ic ipat ion in Management : 
Another form of the development of voluntary bipar-
t i t e consultative machinery i s the adoption of the idea of 
workers par t ic ipa t ion in manag«nent, which in turn, owes i t s 
or igin to the observations made in Government's industr ia l 
policy Resolution ( April 1956 ) and in the second Five Year 
Plan. To quote the Resolution, "In a soc ia l i s t democracy, 
1, Plrst Pive Year Plan, p . 572. 
C L. U 
labour i s a par tner in the common task of development and 
should p a r t i c i p a t e in i t with enthusia ism. There shouia 
be j p i n t Gonsul ta t ion Joetween workers ana employees. This 
technique wherever pos s ib l e , shouia be suggested. I t i s 
labour p a r t i c i p a t i o n in management t h a t develops pa r tne r sh ip 
between labour ana management. I t i s understooa in d i t f e r e n t 
t e rms , such as labour management cooperat ion, employers emp-
loyees cooperat ion, p a r t i c i p a t i v e or self-management, j o i n t 
management, co-determinat ion, auto-management and works 
counc i l s , a l l are commonly used t o represent the concept of 
workers p a r t i c i p a t i o n in management where laoour and management 
are regaraed as c o - t r u s t e e s , copar tners e t c . Table 5,13 
i s showing the number of Shop Councils and j o i n t management 
counc i l s s e t up in U,P. s t a t e Publ ic En t e rp r i s e s . 
1, Second Plan, p , 577, workers p a r t i c i p a t i o n in management has 
i t s two purpose Economic purpose which r e fe r s t o increase in 
production and p r o d u c t i v i t i e s and improvement in i n d u s t r i a l 
r e l a t i o n , soc ia l purposes are t o recognise the d i g n i t y of 
labour 
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4. Grrlevance Procedure : 
The term grievance may be defined as "any difference 
arising between workers and management in regard industrial 
issues and matters". These grievances may be real or imagi-
nary, valid or invalid, genuine or false. Broadly speaking, 
a coffiplaint affecting one or more workers constitutes a grie-
vance. The complaint may relate to the quantum of wages, the 
mode of paym-e^ nt, payment for overtime work, leave, interpreta-
tion of service agreements, v;orking conditions, promotions, 
seniority, transfers, work assignments, disrissal or discharge, 
or a complaint against s foreman, against the quplity of the 
plant or the parts ueed in it, irachinery or the food availablp 
in the canteen. Dale Yoder defines it as "a \;riten complaint 
filed by an employee and claim.ing unfair treatm.ent. Keith 
Davis, defines it as "any real oruragined feeling of personal 
injusticevhich an employee has concerning his employm.ent rela-
tionshj.p. 
Thus, a grievance is any differerce arising between 
labour and management in regard to industrial issues and mat-
ters. There may be administrative. Psychological and economic 
factors for the grievance in the industrial sector while emp-
loyers are directly responsible for grievance on the part of the 
1. T'emoria, C.B., Personnel Management, Himalya Publishing 
House, Eom,bay, 1982, p. 827. 
2. Yoder Dole personnel Management & idustrial Itelation'', ]9^2. 
3. Davis, K. Hum.an Relations at work, KcGraw Hil] , "ew Ycrk, 
1971. 
0 ? . 
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workers on account of negligence in handling personnel 
problems. 
In India, the settlement of day - today grievance of 
workers did not receive much attention in our legislations till 
the enactment of the Industrial "Smployment ( standing orders ) 
Act, 1946, The Act which is applicable to enterprises enploy-
ing 100 or acre workers, does not however provide for bipar-
tite discussion or for prompt redressal of grievances. Accor-
ding to Factory Act, 1948, the welfare officer is also empo-
wered to deal with individual grievances of workers. 
The grievance procedxire normally involves the follow-
ing steps. 
1) A grievant would first submit his grievance verbally in 
person to the officer designated by the management for this 
purpose, who would give a reply within 48 hours. 
2) If he fails or in case of dissatisfaction of workmen,the 
person or his representative presents his grievances to 
the head of the department designated for this purpose by 
the management. He gives his decision within three days. 
3) If "the decision of the head of the department is unsatis-
factory, the aggrieved worker may request to forward his 
grievances to the grievance committee consisting of the 
representatives of labour and management^ This committee 
submits its report within 7 days. 
22v 
4) If the workman is not still satisfied with the report 
of the grievance committee, he has the right to appeal to 
the management to make the revision of the report of the 
committee. All these appeals, should be decided within a 
weak of employee's petition. If no agreement is possible, 
than union refers this grievance to voluntary arbitration. 
5) Works Committee : 
Works committee is another statutory measure envi-
saged for the prevention of industrial disputes related to 
bipartite consultative machinery. In an industrial enterp-
rise employing 100 or more workers on any day in the preceed-
ing twelve months, the appropriate government may by general 
or special order ask the employer to constitute in the pres-
cribed manner a works committee consisting of representatives 
of workmen and employers engaged in the organisation. The 
number of representatives of the labour in the committee shall 
not be less than the number of representatives of the employer . 
But the effectiveness of these committees depends on the sympa-
thy, interest and initiative of the management which in turn 
must accept the rights of workmen to comment and offer sugges-
tions for the improvement of day to day working conditions. 
C 4.. U 
The successful functioning of such body is measured 
through its membership^mutual cooperation and^goodwill deve-
loped amongst the parties. In the development of industrial 
harmony and improv«nent of labour relations, it is very essen-
tial that these works committees should be strengthened. 
Statutory Provision for Settling Industrial Disputes : 
When the industrial disputes are not settled or 
prevented throu^ bipartite negotiations, provisionsare made 
on the Industrial Disputes Act, 19A7, to resolve them through 
statutory machineries. Under the Act, two sets of machinery 
settle the industrial disputes^the first is a combination of 
conciliation^voluntary arbitration and^adjudication which 
settlesdisputes in private sector, and the second comprises 
work councils, a permanent conciliation board and a high power 
committee which settlesdisputes in the public sector. The 
permanent conciliation board and work councils were abolished 
by the Uttar Pradesh government in 1972. 
Conciliatiop : 
The term conciliation refers to an attempt to reconcile 
the views of the disputants and bring them at an agreement. It 
is a process by which the representatives of the employers and 
7 ) ; 
vorkers are brought together before a third person or a group 
of persons vith a view to persuade them to reach at an agree-
ment. The conciliation machinery may either be permanent, 
adhoc or specialised, full fledged conciliation is not likely 
to exist in the absence of independent trade unions. The 
voluntary conciliation involves reference of the disputes to 
the conciliator or conciliation board under prescribed condi-
tions, compulsory conciliation involves reference of disputes 
to the conciliation authorities, set up under the relevant 
legislation. The appropriate government is empowered to 
appoint conciliation officer or a board of conciliation under 
jurisdiction for a specified area or for specified industries 
in a specified area or for one or more specified industries 
and either permanently or for a limited period. 
The conciliation officers, placed at re^iorol pnd 
sub-regional labour offices in the state are responsible for 
settling disputes amicably between the parties concerned and 
for implementation of various laws. 
The work done by the conciliation machinery can be 
studied from the following table: 
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Table No. 5.14 showing the performance of the onciliation 
Board in settling industrial disputes. 
Table - 5.14 
_ Total Number of Disputes vithdravn or reffered 
®^^ disputes Settled Unsettled ^^ government 
1364 4214 
1796 4498 
1862 4995 
1822 5204 
Source: Annual Review, Department of Labour, Uttar Pradesh 
1984 - 1988. 
It is clear from the above mentioned table that the 
number of cases referred to conciliation board increased from 
7626 in 1985 to 9366 in 1988 i.e., by 22.8^. The number of 
settled disputes by conciliation board has also gone up from 
6262 in 1985 to 7544 in 1988 i.e., by 20.5?^ . Thus, it can be 
concluded that conciliation machinery could not succeed in 
bringing about settlements in all the cases. 
1985 
1986 
1987 
1988 
7626 
7981 
9395 
9366 
6262 
6185 
7533 
7544 
op 
II - Mediation : 
The collective bargaining is the right of bargaining 
parties to apply pressure on each other to arrive at mutually 
accepted agreement. But the process of mediation is an attempt 
to resolve disputes with the help of an outsider who assists 
the parties in their negotiations. It is a passive act of 
intervention between the disputants by a third party, A media-
tor performs messenger services for the parties and neither 
imposes his will nor his judgement upon them. 
There are three types of mediation viz the ©ninent 
outsider, the non-governmental board and the board connected 
with some part of governmental system of the country. These 
can be used to supplement one another. Although all the 
three kinds of mediatoia are useful in their respective spheres. 
Under the Industrial Disputes Act, 1947, the appropriate govern-
ment is empowered to constitute a court of enquiry to inquire 
into any matter of industrial disputes. The court of enquiry 
is required to submit its report to the appropriate government 
within a period of six months from the commencement of its 
enquiry. The court can not give an award nor can it persuade 
any party to come to settlement. It discusses and analyses the 
intuitions of the rival parties in such a way that each may 
realise his ov/n defect and also to appreciate what is proper 
for him to do. Hence, the court assures the form of third 
type of mediation machinery. If still, the parties do not 
C <.. u 
arrive at settlement on their own accord or through the media-
tion of some body, the Government if it considers necessary, 
may order in writing to refer the existing dispute to the board 
of conciliation, labour court or to a tribunal. 
Ill - Arbitration : 
Arbitration refers to the settlement of industrial 
disputes between the two parties by binding the decision of 
an impartial outsider. The arbitration awards bear a very 
close resemblance to a judgement of the court. Just like 
conciliation, the arbitrator enforces his own viev,s on the 
contending parties and the views of the disputants are not 
given any predominance. Arbitration may be either compulsory 
or voluntary. In the compulsory arbitration there is compulsion 
from the side of the state, and is resorted tc v.hen all other 
machineries of settlement of industrial disputes have 
failed. Thus compulsory arbitration is generally known, as 
adjudication, which involves the reference of disputes to the 
labour relations machinery constituted by the state for the 
settlement of industrial disputes. In the voluntary arbit-
ration the movement is free from within, that is both the 
parties show a desire to submit to the decision of arbitrator. 
The fact is that there is nothing in the procedure which re-
quires or compells agreement in both its strength and weakness. 
The voluntary nature of agreement reached through mediation 
' ' ' J I. 
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means that the parties come to mutual under?t'=i>-'iirig. 
An arbitration award like other awards shall become 
enforceable on the expiry of 30 days from the date of its 
publication and shall be binding on the parties to agreement 
who referred the dispute to arbitration. :';his award remains 
in operation upto one year from the date on which it becomes 
enforceable provided that the appropriate government may reduce 
this period as it thinks suitable and fit. 
Adjudication : 
The adjudication machinery in the state consisted 
of the labour courts and the industrial tribunals as per the 
Uttar Pradesh Industrial Dispute ( Amendment ) Act, 1956. 
There were only four labour courts located one each in Meerut, 
Bareillyt Kanpur and Gorakhpur and three ind-ustrial tribunals 
viz, industrial tribunal ( General ), industrial tribunal 
( Textile ) and industrial tribunal ( sugar ) located in 
Allahabad in 1957. The number of the industrial tribunals and 
labour courts later increased to 5 and 14 respectively as the 
nimber of referred disputes increased substantially. 
The state government on its own or after receiving 
the report of a conciliation board under the provision of 
Uttar Pradesh Industrial Dispute Act, 1947 was authorised to 
refer a dispute to adjudication. Each labour court shall 
23. 
consist of one person who is or has been a judge of high 
coiirt or he has been district judge for atleast three years 
or member, Chairman of the labour appellate tribunal or any-
other tribunal for atleast two years or he has been a judi-
cial officer for seven years. 
The industrial tribunal is also a one man body with 
the difference that the government thinks two assessors to be 
appointed to advise this tribunal. The qualifications for 
tribunal are the same as those for the labour Oourt. The 
government may appoint such tribunal for any particolar case 
or a number of cases. The jurisdiction for this tribunal 
relates to wages and other allowances^working hours, leave 
rules, holidays, retrenchment and closures, provident fund, 
bonus, gratuity, disciplinary rule. Industrial tribunal inter-
fere, if there is no good faith, victimisation or unfair labour 
practices or where principles of natural justice has been 
violated by employer. 
National Tribunal is established by the central 
government either one or more in number, for the adjudication 
of industrial disputes which, in the opinion of the central 
government involvesquestion of national improtance or of such 
nature that industrial enterprise located in more than one 
states is likely to be affected by such disputes. The consti-
tution and functioning of the tribunal is like labour coxirt 
or industrial tribunal. The power to refer any dispute is 
ZSil 
under certain circumstances over lapping with the state and 
central government. 
The number of disputes reported by conciliation 
boards and referred by the government to labour courts can be 
seen in the following table. 
Table ¥.0, 5.15 showing the performance of labour courts in 
settling industrial disputes: 
Table T 5.15 
•w m«4. 1 AA „+ -, Number of decided Number of undeci-
Year Total disputes disputes ded disputes 
4731 
5979 
6392 
6911 
Source: Annual Review, department of labour, Uttar Pradesh 
1984 - 1988. 
The above mentioned table reveals that the number 
of disputes referred to labour courts has increased from 
7440 in 1985 to 9778 in 1988 i.e., by 31^. Likewise the cases 
decided has also gone up from 2709 in 1985 to 2867 in 1988 i.e. 
by 5.99S. It is a matter of concern that the performance of 
labour courts in deciding disputes is poor in the state. 
1985 
1986 
1987 
1988 
7440 
7809 
9034 
9778 
2709 
1830 
2642 
2867 
9 7 
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The performance ot inuustrial triounal in deciding 
the industrial disputes can be studied trom the following table, 
Table No. 5,16 showing the performance of inaustrial tribunals. 
Table » 5.16 
1985 
1986 
1987 
1988 
2034 
1909 
1811 
2045 
Year Total D i s p u t e s Number of d e c i - Number of unaecided 
d4d d i s p u t e s d i s p u t e s 
957 1077 
668 1241 
644 1167 
744 1371 
Source : Annual Review, depar tment of l a b o u r , U t t a r Pradesh 
1984 - 1988. 
I t i s c l e a r trom t h e above t a b l e t h a t t h e performance 
of i n d u s t r i a l t r i b u n a l i s a l s o poor in dec ld l t ig t h e d i s p u t e s . 
T t e number" of dec ided d i s p u t e s i n 1985 was 95 7 which d e c l i n e d 
up t o 744 i n 1988, i n d i c a t i n g a d e c l i n e of 22.25%. Thus , i t 
can be concluded t h a t i n d u s t r i a l t r i b u n a l s a r e i n e f f i c i e n t in 
d e c i d i n g d i s p u t e s . 
2;^v 
Conclusion : 
To sum up Industrial Dispute Act provides various 
machineries for the settlonent of industrial disputes. Not-
able among them are conciliation, arbitration and adjudication. 
So far as the achievanent of conciliation machinery in disputes 
settlement is concerned, it is totally insignificant. It has 
been rightly said that government machinery for the settlaaent 
of industrial disputes is cumbersome and time consuming though 
more emphasis is laid down on conciliation and voluntary arbi-
tration, adjudication is a corner stone to settle industrial 
disputes. Reliance on adjudication leads the workers and the 
management to litigation. As a result the object of the settle-
ment of industrial disputes through collective bargaining could 
not be achieved. For speedy and peaceful settlement of indus-
trial disputes the National Commission on labour ( 1969 ) 
recommended to appoint a permanent independent authority namely 
industrial relation commission both at the centre and state 
with the functions of conciliation, adjudication and certifi-
cation of representative unions, standing labour courts to 
deal with disputes relating to rights and obligations, inter-
pretation and implementation of awards as well as unfair labour 
practices. 
1. The National Commission on labour, 1969 pp. 332 - 36. 
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LABOUR RE1ATI0NS_IN_UTTAR_PRADESH__STATE_TEXTILBS_C0RP^ 
A SURVEY ANALYSIS 
The U t t a r Pradesh S t a t e T e x t i l e Corporation(UPSTC) 
was i n i t i a l l y i n c o r p o r a t e d a s a p r i v a t e l i m i t e d company on t h e 
2nd December, 1969 and was conver t ed i n t o a p u b l i c l i m i t e d 
company on 24th December, 1973* This c o r p o r a t i o n has two* 
s u b s i d i a r i e s w i th an i n s t a l l e d s p i n d l e a g e of 5.25 l a k h s . The 
c o r p o r a t i o n has one of t h e l a r g e s t conglomara tes of s p i n n i n g 
m i l l s i n Nor thern I n d i a . This U . P . S . T . C . i s a l s o managing 
t h e o t h e r two s i c k m i l l s l o c a t e d a t Kanpur s i n c e February , 
1971 and J a n u a r y , 1973 r e s p e c t i v e l y under t h e purview of 
I n d u s t r i e s Development and R e g u l a t i o n s Act , 1951 . F u r t h e r 
under t h e Sick T e x t i l e Under t ak ings ( Taking ove r of Manage-
ment ) Act , 1972, t h e I n d i a n government took over t h r e e 
s i c k m i l l s o f Saharanpur , H a t h r a s and Lucknow and appo in t ed 
t h e U . P . S . T . C . a s c u s t o d i a n from November, 1972. On 2 1 ? t , 
September, 1974 a l l t h e s e f i v e m i l l s were n a t i o n a l i s e d 
t h rough an o r d i n a n c e , and t r a n s f e r r e d t o t h e N a t i o n a l T e x t i l e 
C o r p o r a t i o n ( U t t a r P radesh ) l i m i t e d a Government of I n d i a 
P u b l i c e n t e r p r i s e on November, 25 1974. The r e g i s t e r e d 
o f f i c e of t h e co-operat ion i s s i t u a t e d a t B-7 Sarvodaya Nagar 
Kanpur . In 1973» U t t a r P radesh £-overnment dec ided to i n s t a l l 
a number o f s p i n n i n g m i l l s each of 25,000 s p i n d l e s i n U .P , 
9'/ 
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out of which 8 mills were established at Akbarpur. Barabanki, 
Maunath Bhanjan, Rai Bareilly, Meerut, Jhansi, Kashipur and 
Sandila in the first phase by the Uttar Pradesh State 
Textile Corporation and its subsidiary company viz, Uttar 
Pradesh State Spinning Mills Company ( No. 1 ) limited. In 
order to meet the increasing demand of yarn in Uttar Pradesh 
the government decided to increase the spindleage in the 
eight existing spinning mills of U.P.S.T.C. by 25000 spindles 
each. In addition to the expansion of the installed capacity 
in the existing mills it was also decided by the government 
to establish five new mills at Jaunpur ( !7ainital ), Kejay 
( Allahabad ), Banda, ( Ballia ) and Jaunpur with an installed 
capacity of 25000 spindles each .out of these Jaspur unit has 
been set up under the U.P.S.T.C. itself and Meja and Banda 
by its subsidiary company i.e. Uttar Pradesh state spinning 
mills company ( No.II ) limited. The installation of remai-
ning two mills at Jaunpur and Ballia is also being executed 
by the subsidiary company Uttar Pradesh state spinning mills 
company ( No. II ) limited. The management of Bhadohi Woollens 
limited has also been taken over by the U.P.S.T.C. on the 21, 
December, 1981 • 
2 ' 3 . 
Existing Capacity of tJ.P.S.T.C. : 
The following table reveals the present capacity 
and coimnissioning dates of all the above existing, expansion 
and new projects of U.P.S.T.C., U.P.S.S.M.-1 and U.P.S.S.M-II, 
Table ~ 6.1. 
.^  TT 1+ Present capaci ty Date of s t a r t of commer-
S.rJo. Unix ^^^ sp indles) c i a l production 
1. 
2 . 
3. 
4. 
5. 
Jhans i 
Sandila 
Kashipur 
Meerut 
Jaspur 
50,000 
50,000 
50,000 
50,000 
25,000 
25000 sp indles 
1-6-77 
1-9-77 
1-7-77 
1-12-77 
1-2-84 
50,000 spin 
20-3-84 
1-3-83 
30-3-83 
1-2-83 
— 
1. U.P.S.S.M. Company ( No. 1 ) Limited: 
1 . 
2 . 
3. 
4 . 
Raebarel i 
Maunath 
Bhanjan 
Akbar pur 
Barabanki 
50,000 
50,000 
50,000 
50,000 
1-10-75 
1-11-76 
16-10-76 
1-4-77 
25-3-83 
27-3-84 
25-12-84 
25-3-83 
2. U.P.S.S.M, Company ( No. I I ) Limited: 
1. Meja 25,000 1-2-84 
2. Banda 25,000 1-4-84 
3. Ballia 25,000 31-7-86 
4. Jaunpur 25,000 1-4-87 
5. Bhadohi 998 1-5-87 1-1-86 
Woolens Ltd. ( ^22 Spindles ) ( 998 ) Spindles ) 
Souj:*cet Questionnaire. 
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Objectives of U.P.S.T«C. : 
The main objectives of U.P.S.T.C. are as follows: 
1) To carry on the business of the textile mills in its all 
branches and to manage any such business or enterprise 
entrusted to it by the union government or by the Uttar 
Pradesh State Government. 
2) To set up cotton mills with a view to carry on the 
business of weavers, spinners, dyers, ginners etc. of 
all silk, hemp, wool, jute, cotton etc., and filament 
materials and man made fibre. 
3) To produce and deal with all kinds of threads. 
4) To promote any textile mill as its subsidiary company. 
5) To manage and run the textile companies which may be 
taken over by the government. 
« 
6) To act as a general consultant in t e x t i l e business and 
also undertake the study of preparation of project 
reports and feas ib i l i ty s tudies . 
7) To provide financial help to t ex t i l e mills or guarantee 
debts secured from financial i n s t i t u t ions and banks. 
Besides the above object ives, the U.P.S.T.C. has 
also been assigned certain social object ives. However a l l 
these objectives have been achieved by the corporation 
desirably. 
on 
1) The U.P.S.T.C. group of companies have establiehed 15 
spinning mills located in different industrially 
backward distriqts of the state. 
2) The handloom weavers of Uttar Pradesh had to get their 
supplies of yarn from distant states viz, Tamil Nadu, 
Gujrat, MaYiarashtra and Vest Bengal etc. prior to the 
establishment of U.P.S.T.C. Untimely and irregular 
supply of yarn at higher prices because of heavy freight 
and insurance was the main hurdle in the development of 
Uttar Pradesh Textile Industry. But since the estab-
lishment of U.P.S.T.C., the yarn is freely available at 
cheap prices which gave a boost to the Industry. 
3) The U.P.S.T.C. group of companies have provided direct 
employment to 30,000 peoples 6f the state. Simulta-
neously, the establishment of these spinning companies 
has also generated employment opportunities indirectly 
in the spheres of banking, cotton trade, yarn trade, 
transportation, and also the creation of ancillary in-
dustries etc. 
Management : 
The U.P.S.T.C. is managed by a Board of Directors 
consisting of 12 directors. The board is broad based which 
includes directors from varied disciplines e. g. representa-
tives of Banks, financial institutions and otherwise 
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technically qualified personnel. A representative from 
public, M.L.A. from Faizabad district is also on the Board 
of Directors. Ttoe other irembers are appointed by the Board of 
Directors on nomination/recommendation of the state govern-
ment. The corporation has a full time chairman. The 
Chairman of the corporation is also the chairman of both the 
subsidiaries. The total strength of the employees is 13^599. 
Evaluation of Performance of Mills : 
In the area of the management of Uttar Pradesh 
Public sector enterprises, the U.P.S.T.C. reveals a succe-
ssful management practices. Since its establishment, the 
U.P.S.T.C. has not only made remarkable achievements in the 
production of raw materials i.e., yarn for the decentralised 
sector of textile industry in Uttar Pradesh but also has 
developed the modern approach tovards the management of an 
industrial enterprise. The financial, managerial and tech-
nical performance of these mills has been quite satisfactory. 
With a view to make this corporation more viable and its 
efficient functioning the important managerial tools viz, 
cost audit and internal audit are also being utilised. The 
U.P.S.T.C. has produced best yarn in the country. 
Achievements of U.P«S.T.C. : 
The achievements of the U.P.S.T.C. during the last 
few years were as follows : 
Table - 6.2 
Year Capacity Production Sales Cash profit 
Utilisation(^) (in lakh Kg.) (Rs. in lakh) Loss 
(5?. in lakh) 
1981-82 
1982-85 
1983-84 
1984-85 
1985-86 
1986-87 
78.31 
86 .14 
85.98 
82.01 
88.20 
85.71 
253.53 
355.52 
463.83 
542.55 
686.71 
756.22 
5404.03 
7091.38 
9263.92 
12564.91 
14141.79 
15018.19 
150.45 
323.85 
1.72 
(825.18) 
(360.30) 
(1035.20) 
Note: Bracketed figures indicate loss. 
Source: Annual Report, Uttar Pradesh State Enterprises, 
Lucknow. 
It may be found outfrom the above table that U.P.S.T.C. 
group of companies have made important strides in the capacity 
utilisation. VHiile the national average of capacity utili-
sation of the spinning industry for the last five years has 
been ranging between 65 - 70 percent, these mills have been 
recording an average of 85^ capacity utilisation. At present 
the U.P.S.T.C. spinning mills are well equipped to spin all 
I / I 
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types of cotton, synthetic hosiery, blended and industrial 
yarns from 4 S to 80 S carded as well as combed. The yarn 
produced by these spinning mills of U.P.S.T.C. is suitable 
for different kinds of end uses viz, plain and fancy cloth, 
house-hold made ups, furnishing, industrial and fancy yarn 
and hosiery. Today, the U.P.S.T.C. has acquired a place of 
pride in the industrial spectrum of Dttar Pradesh state. 
Genesis and Growth of Kashipur Unit of U.P.S.T.C. : 
The Kashipur spinning mill is an enterprise of 
U.P.S.T.C, located near R.H. Government Post-graduate 
College, 4.1 kilometre from Kashipur on Bazpur Road. The 
mill covers a plot of 54.85 acres of land. It was established 
on 1st February, 1974 and commenced production for 25000 spi-
ndles from March, 1977. This unit is under the over all 
control of chairman, managing director, joint managing direc-
tors and other departmental managers at the headquarter 
situated at B-2 Sarvodya Nagar Zanpur, Uttar Pradesh. Kashipur 
is the territorial town in Nainital district in the Tarai of 
Uttar Pradesh. As for as the climate of Kashipur is con-
cerned it is quite different from that of Nainital. The 
winter in Kashipur is pleasant but summers are damp and hot. 
Originally, Kashipur was a small grain market but it later 
on developed as an industrial town because of efforts made 
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by the central Finance Minister ( Mr. N.D. Tiwari ) and 
the spinning mill, is the result of such efforts. In addi-
tion to this unit, the U.P.S.T.C. has established another 
mill of 25000 spindles in Jaspur in 1984, only 20 kilometers 
away from Kashipur. Due to accelerated pace of industriali-
zation in this tovn two more spinning mills one in private 
sector ( Belwal spinning mills ) and other in corporate 
sector in Baheri have been established. 
At present the Kashipur units commercial production 
is 50,168 spindles, producing about 75 lakh kgs. of yarn 
annually, valued at about Rs. 18 crores. It is providing 
employment to 2850 persons. The total investment of the Kashi-
pur unit is Bs, 17 crores. It has total machine covered area 
of 17, 192 squares metres and its total power need approved 
by the U.P.S.E.B. is 4000 K.V.A. The company has two large 
diesel generators of 1000 KV which carry on production during 
power cuts. Daily production of the mill is recorded as 25000 
kgs. of yarn and it produces yarn upto 40 counts. 
This unit is divided into two parts viz, A and B 
unit. Unit A has an installed capacity of 25000 spindles 
and the expanded capacity of next 25000 is in unit B. The 
factory process is divided into different sections viz, mixing 
Blow room, cording. Draw frame combing, speed frame. Ring 
frame, Post spinning. Waste section, Maintenance engineering 
section and Trainees department. The personnel are skilled. 
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semiskilled and unskilled, government apprentice and trainees 
etc. But the company is having different cadres of workers 
viz, officers, supervisors,doctors,compounders,clerks, peons, 
drivers, guest house attendent, Malis, sweepers, store boys, 
security officers, and inspectors, investigators, training 
instructors, trainee clerks, and government apprentice etc. 
into different departments such as Finance, Production, 
Personnel, sales,Material, Engineering and Security. Each 
departmental head is responsible for the performance of his 
department through the chain of subordinates. A Chief Exe-
cutive is enjoying the overall control on the functioning of 
the mill. 
Initially, the workers are recruited as learners and 
are paid stipend during the period of training. They are 
absorbed on daily wages in different departments according to 
their specialised training, provided they have completed their 
training successfully. The wage board of U.P.S.T.C. has 
recommended the payment of wages according to the efficiency 
and quality of production. Besides pay, the workers of U.P. 
S.T.C. are also provided dearness allowance, high cost of 
living allowance, hill development allowance, provident 
fund, gratuity, bonus and free medical benefits etc. Inspite 
of these facilities provided to the labourers of this unit, 
there is dissatisfaction among workers which is contaminating 
the labour relations. 
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The Labour Force in Sample Unit : 
The Kashipur unit of U.P.s.T.C. procured labour 
from eastern districts of Uttar Pradesh viz, Gorakhpur, 
Gonda, Deoria, Bandha, Sultanpur and Azamgarh. Some workers 
also came from Bihar and neighbouring villages too. But 
the percentage of local labourers is much lower than the 
migrated workers as is shown in the table 
Migration of Workers : 
The migration of workers in Kashipur unit can be 
studied from the following table. 
Table - 6.3 
Classification Number P e r c e n t a g e of t o t a l 
Migra ted l a b o u r fo rce 1934 
l o c a l l a b o u r fo r ce 916 
68 
32 
T o t a l 2850 100.00 
Source : Q u e s t i o n n a i r e . 
I t i s evident from the above t a b l e t ha t 68^ of 
labour force has migrate<a to Kashipur from Ut t a r Pradesh*, Some 
workers have migrated from o the r s t a t e s because they face 
l i n g u i s t i c and c u l t u r a l d i f f e r e n c e s . 
C l a s s i f i c a t i o n of Workers : 
A c l a s s i f i c a t i o n of the working force in the 
Kashipur un i t of U.P.S.T.C. i s made in t h i s t a b l e according 
to the nature of work performed i . e . , s k i l l e d , semi - sk i l l ed , 
unsk i l l ed and appren t i cesh ip . 
Table ~ 6.4 
Table No. 6.4 shows the category of labour force in U.P.S.T.C. 
Kashipur in 1988 
C l a s s i f i c a t i o n Number of workers Percentage of t o t a l 
Ski l led 1235 43^ 
Semi-ski l led 853 30?i 
Unski l led 661 23?t 
Apprenticeship 101 4^ 
Total 2850 100?C 
Source: Ques t ionnai re . 
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The above table reveals that the majority of job 
opportunities are in the hands of semi-skilled and unskilled 
vorkers. The survey of the sample unit disclosed th- t the 
U.P.S.T.C. has not so far adopted the latest technology, as 
a res\ilt of which the percentage of skilled labour in U.P. 
S.T.C. is low as compared to the private spinning mills. 
The demand for unskilled labour face for unspecialised \»orks 
raised the rural-urban migration in this district. 
Labour Force According to age Group : 
The following table gives the composition of labour 
force according to age groups. 
Table No. 6.5 shows the composition of labour force Accor-
ding to tge groups in U.P.S.T.C. Kashipur in 1988 
Table - 6.5 
Age groups(Year) No.of Workers Percentage of t o t a l 
Below 25 741 26^ 
25 - 35 1558 559^  
35 - 45 399 14^ 
45 - 55 152 5% 
Above - 55 
Total 2850 100.00 
Source: Ques t ionnai re . 
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Prom the above table it can be observed that 259^  
of workers had no work experience prior to employment in 
this company. The remaining 75?^  of labourers had no prior 
experience of working in any spinning, textile industry. This 
is quite evident that this situation prevails mainly on 
account of the fact of tremendous unemployment and poverty 
which compelled the people to embrass any work they get 
irrespective of their preference aptitude and skills. Actua-
lly, this is a severe constraint for the company because the 
enterprise has to impart ^ the job training and induction 
orientation to fresh employees. Hence, the unit spends huge 
amount of money on these workers with a view to make them 
suitable for the textile works. 
Composition of Labour According to Caste j 
India is a Secular country where employment is 
provided irrespective of caste^colour^sex and^creed. But 
in the traditional Indian society the consideration of 
casteism continues to play a dominant role. Hence, it is 
desirable and interesting to observe the composition of labour 
in Kashipur unit on caste basis. Therefore, the workers 
classification on the basis of casteism is given in the 
following table i 
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Table No. 6.7 showing the composition of labour force 
according to caste in U.P.S.T.C, Kashipur in 1988. 
Table ~ 6.7 
Caste groups No. of workers Percentage of total 
Scheduled castes and 
scheduled tribes 
Brahimns 
SiJchs 
Rajputs 
Zha t r i e s 
J a t s 
Yaish 
Muslims 
Kayasthas 
Chr i s t i an 
615 
690 
85 
513 
105 
180 
347 
200 
115 
22.00 
24.00 
3.00 
18.0 
4.00 
6.00 
12.00 
7.00 
4.00 
Total 2850 100.00 
Source: Questionnaire, 
The above t ab l e r evea l s t ha t 22% workers are 
scheduled cas t e s and scheduled t r i b e s which i s s a t i s f a c -
to ry in accordance with the pol icy of Indian goverrjnent. 
In t h i s u n i t , 24% workers are Brahmins, 18% vorkers are 
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Rajputs and 12?^  workers are Vaishya. The other castes 
comprise, Muslims (7?^), Jat (6^), Kayasthas (49^ ) and Sikhs 
(39^). Therefore, there is no domination of any particular 
caste or community^job opportunities are provided to all 
sections of the society, • 
Absenteeism : 
Absenteeism is defined as the total manshifts 
lost because of absences as a percentage of the total number 
of manshifts scheduled. Absenteeism actually refers to un-
expected absence of a vorker from his work. The data 
regarding absenteeism in the sample unit was not available 
but the workers pointed out that they absented from their 
work occasionally. They could not tell the exact days of 
absence in any particular year. It was observed that drink-
ing habits, excessive fatigue, sickness , social and 
religious functions are the main reasons for the absence of 
workers. 
Labour Turnover J 
In the word of Frederick,J.Gaudet labour turnover 
15 "just as the high reading on a clinical thermometer is 
a sign to the physician that something is seriously wrong 
•} :^^ 
with the human organism, so is the high index of labour 
turnover warning to management that something is v/rcng 
with the health of the organisation. But just &.s the 
clinical thermometer merely indic'^tes tnat sorretnin^ j is 
wrong, not what is wrong, so does the turnover rate merely 
warns, but does not diegnose. A high tecperature ::.Jiy mean, 
phenomonia, measles or mumps. A high turnover rate r.ay niean 
poor personnel practices, poor supervisory practices, or 
poor company policies. Nor should we forget thi^ t too lev 
a turnover, like a below ncrr.al reading en t'.rrr c ^^ ter, c^ n 
also be a danger signal." 
Labour turnover is a measure of extent to vhich 
old workers leave and new labourers erter the service of the 
enterprise." It affects the instability of employment. 
During the study of the sample unit it was found that laboui 
turnover in L.P.S.T.C, Kashipur is very high* ^ esi^nriticns 
and disirissals have been found the icair causes 
of labour turnover in this unit. Poor -..orKing 
1. Gaudet Fredrick. J. labour turncver calculation and 
cost, American I-'^ nagement Association, Researc.i study, 
39, Few York, 1960, p. 12 ( Delhi iublication ). 
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conditions, low wages, poor health and poor economic condition 
are the main reasons of resignations. Dismissals orr'^ r 
on account of participation in strikes, in disciplinary acti-
vities, misconduct and misbehaviour. A careful study of the 
worker's requirements, their praises, their liking's and 
dislikings would reveal the fundamental tenets for formiilating 
an effective and motivating organizational environment. If 
such measures considered can go a long way in promoting orga-
nisational loyality, prevent the labour turn over and flourish 
cordial and harmonious labour-management relation. 
Recruitment in U.P.S.T.C. Kashipur : 
Instructions are provided by the corporate head-
quarter of the U.P.S.T.C. for recruitment of learners, trained 
labour force and skilled, semi skilled and unskilled working 
force to the units and they follow these instructions. The 
recruitment policy of U.P.S.T.C. is evaluated periodically to 
determine the suitability and comprehensiveness of the system. 
The actual requirements of trainees required for different 
trade and the need of skilled labour in different departments 
is determined by the Chief executive in consultation with 
departmental heads in accordance with the norms fixed by 
the head quarter. 
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The suitable applicants are called for ir.terview 
through employment exchanges. Hence, the registration is 
essential in the err.ployment exchanges in order to consider the 
candidature of the prospective applicants. For the recruitnient 
of skilled worker at enterprise level, the same system is 
followed. The vacancies are also advertised in the leading 
newspapers. The applications received by advertisenpnts and 
employment exchanges are scrutinised by a screening committee 
consisting of labour Officer/Personnel Manager end the heads 
of the departments. The report of this committee is submitted 
to the Chief Executive for final approval. Actually, the labour 
problems and particularly the problem of relations begin v,ith 
the recruitment of workers. Hence, it is imperative for the 
management of the unit to devise a com.prehensive scientific 
recruitment policy with a view to maintain good labour re-
lations. A proper assessm.ent of new recruits will definitely 
assist in eliminating or at least m.inimising absenteeism and 
labour turnover to a large extent. 
Re-orientation of a worker is of paramount signifi-
cance before he is finally placed at a job. Such reorienta-
tion familiarises the new worker with the units Philosophy, 
values, history, strength, weakness, culture, and future 
planning etc. In U.P.S.T.C. Kashipur such reorientation is 
provided to the new entrants by the labour officers and su-
pervisors. The training, transfers, promotions and firing 
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in TJ.P.S.T.C. are governed by the standing orders of the 
corporation. Following are the sections in TJ.P.S.T.C. 
units: 
i) Blow carding, 
ii) Drawframe, 
iii) Simplex frame ( Tenter cum Doffer ), 
iv) Ringframe ( piecer cum Doffer ), 
v) Reeling winding ( Reeler/winder ). 
The workers recruited at central office are inducted 
in respective departmentsaccording to their requirements. 
There is a training programme for workers with two training 
instructors. A worker is imparted training upto 130 days of 
total attendance, after which he is given an interim pass 
which is also known as trial card. Then he is given an 
independent workload for the job he has been imparted trai-
ning. During 7 days his production and vorking performance 
is recorded and closely supervised. His behaviour, conduct, 
discipline and attitude are also observed upto 120 days and 
7 days of trial period. If his production/working, conduct 
and performance are found satisfactory and upto the norms 
and standard of the corporation during trial period then he 
is issued a worker*6 card to be treated as a bono fide employee 
of the company. His performance is time to time watched by 
supervisors, shift officers and spinning master also. During 
the period of training the worker is paid stipend. 
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The promotions in all the departments are made 
strictly and impartially on the basis of merit/cum seniority. 
The standing orders guide the norms of workers promotion, in 
actual practice, the promotion of an employee is made after 
evaluating his performance, conduct, behaviour,usefulness 
and effectiveness for the unit concerned. The U.P.S.T.C. has 
recommended the post of a worker transferable. But for workers 
it is very rare that some one has been transferred. It was 
found that any worker who wants to change the unit for any 
reason, he resigns first and joins the other unit as a skilled 
worker. Many workers were found who changed their jobs for 
Jaspur unit of U.P.S.T.C, Belwal spinning mill and Beheri 
Spinning mill. But, there is no such provision of tranfer of 
an employee in U.P.S.T.C. group of companies. 
Firing ; 
For firing a worker, it was found that the U.P.S.T. 
C. mills follow very lenient approach. For termination, 
suspension, dismissal, retrenchment or discharge, standing 
orders provide guidlines. For the service matter of the 
workers the Chief Executive is the final authority. Only 
twenty three workers have been seperated so far from the em-
ployment due to serious cases of instigating strikes, 
sabotage and creating havoc among fellow workers. The firing 
of a worker is done only if his actual performance is 
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constantly poor, after he is given many opportunities to 
improve. If serious misconduct is discovered beyond the 
limit of tolerance, and a havoc is created by him in the unit 
or he is involved in sabotage with the anti-social elements, 
then a notice is issued to the workers and the enquiry is 
conducted. Then the matter is referred to the Chief Execu-
tive for final desicion. 
In U.P.S.T.C. Eashipur Mr. Gyan Singh was terminated 
for committing theft from the store in 1982. He lost his 
case from the Labour Court. In 1983, Mr. K.P. Singh, a 
security guard, was terminated for his refusal to follow the 
supervisory orders and instructions. In 1986 eight workers 
were terminated for stopping work in their department and 
compelling the fellow workers for strike and misbehaving with 
supervisors. In 1987, nine workers were dismissed ^or parti-
cipating in illegal strike and stopping the work of the unit. 
The system of training, promotion, transfer, evaluation and 
firing applicable to all mills of the U.P.S.T.C. are similar. 
Wages and Earnings in U.P.S.T.C. Kaahipur : 
Por the month of February 1988, the wage bill for 
2550 workers was te. 23,52,246.20 There were different 
categories of workers included in it. The total wage bill 
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of the mill for 31 March, 1987 was Rs. 1,78,33,724.00.Similarly 
the mill pays Rs. 115000 per month in the form of salary to 
its employees of different departments. In U.P.S.T.C. the 
payment of wages is made on the basis of production, multi-
plying the variable rate applicable for that period. There 
is piece rate wage system In U.P.S.T.C. Kashipur. Basic 
wages are calculated on production cum per day basis + dear-
ness allowance + variable dearness allowance + bonus + gra-
tuity + provident fund + hill development allowance + yearly 
increment + house rent to those who do not occupy a house 
in labour colony of the company. Besides these cash payments, 
the labourers enjoy free medical benefits, free transport 
facility and many other welfare facilities. Out of the wages 
there are certain deductions viz. House rent, provident fund, 
recrurring deposits if any, electricity charges, life insurance 
premium(generally, group insurance shceme is found on records) 
cycle stand charges, bus charges for carrying the children of 
the labourers to school, fan advance and deductions for 
advance if taken by the worker against wages. The above 
composition of wages and deduction is almost variable, depend-
ing upon the notifications and circulars of U.P.S.T.C. Kanpur 
and personal advances and deductions of workmen. 
There are so many workmen operating production machi-
nes and their production is claculated shift wise and accor-
dingly their wages are paid. The wages are claculated 
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according to production rate and the rate of production 
varies according to the type ( counts ) of yarn. The rate 
varies to the type of worker viz, reeler winder etc. The 
workmen who are not operating machines directly and doing 
some other work in different departments get a fixed rate 
wage. They are doffers, jobbers, ringframe peicers, helpers 
etc. The payment of wages to these workmen is given accord-
ing to their respective category. Besides this fixed rate 
wage, they are also paid dearness allowance, house rent 
allowance, and hill development allowance etc. The survey 
of the sample unit revealed the dissatisfaction of workers 
about salary and they are demanding higher wages, though the 
system of determination and payment of wages seem to be quite 
satisfactory. But it can be highlighted that at present the 
procedure of calculation of wages is tough and complicated. 
So it must be designed in such a way that can be understood 
by an ordinary illiterate workman. 
Working Conditions : 
Workers move from one industry to the other, from 
one unit to another of the same industry and from private 
sector to public sector for better emplojrment opportunities. 
The accession in any particular industry/unit is greatly 
affected by its policies of promotion, transfer and different 
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amenities viis, leave and holidays, proper applicability of 
standing orders, nature of vork^job security, suitable 
working conditions, adequate welfare facilities, recogni-
tion of their trade unions. The provision of such working 
conditions is the sign of sound labour management relations 
and hi^er productivity. To regulate the working conditions 
in different industries, the Industrial Employment ( standing 
orders ) Act was enacted in 1946. This act laid down the 
working conditions for different categories of workers emp-
ployed in the industrial enterprises. 
Working Hours : 
All the units of U.P.S.T.C. are covered by the 
Factories Act 1948 and as such working hours are governed 
accordingly. 
Table 6.9 showing the provisions of working hours under the 
Factories Act applicable to the U.P.S.T.C. 
Table 6.9 
Type of Maximum <, , 
Establishment work h r s . of opreaa ^^^^ Maximum Over 
work alloS* °"^ ®^ h r . a l l o ^ time 
ed perday ed per allo-^^ 
week ed 
Spinning All types n 4/M/« «« i. ^o e^ v 
(permanent^Tem- ^ 10/2 y2 h r . 48 50 h r . 
porary/Appren- v. e per 
t i c e^Bad l i e t c . ) h??work ^ ^ r * ® ^ 
Source: Quest ionnai re . 
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A worker is not allowed to vjork continuously for 
5 hours. Further, he is not allowed to work more than 
5 hours unless he has taken rest of half an hour. The 
working hours are so fixed that the spread time does not 
exceed 10y2 hours per day. For the workers who are required 
to work extra time ( i.e. for additional 50 hours during a 
quarter ), the employer is hound to pay them double of their 
usual wages. Timing of shifts in the units of U.P.S.T.C. 
can be studied from the following table. 
Table 6.10 showing the timings of shifts in U.P.S.T.C. Kills 
Table - 6.10 
S.No. Name of the unit I Shifts 
Shifts 
II Shifts III Shifts 
1. Kashipur 
2. Jaspur 
3. Meerut 
4• Jhansi 
5. Sandila 
6 A.M.- 2 P.M. 
7 A.M.- 3 P.M. 
6 A.M.- 2 P.M. 
6 A.M.- 2 P.M. 
7 A.M.- 3 P.M. 
2 P.M.- 10 P.L. 10 P.M.- 6 A.M. 
3 P.M.- 11 P.r. 11 P.M.- 7 A.M. 
2 P.M.- 10 P.M. 10 P.M.- 6 A.M. 
2 P.M.- 10 P.M. 10 P.M.- 6 A.M. 
3 P.M.- 11 P.M. 11 P.M.- 7 A.M. 
Source: Questionnaire. 
The working hours have a relevance to the shift 
working in the industrial enterprise. In all the units of 
U.P.S.T.C, there are three shifts. But in Kashipur Spinning 
mill besides three shifts there is a general shift ( from 
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8 A.M. to 5 P.M. ) which is meant for maintenance purposes. 
About 300 workmen from electrical and mechanical sections 
work in the general shift. In all other units run by U.P.S. 
S.M. company ( No.l ) and U.P.S.S.M. company ( No.II) the 
timings of shifts are same as in Kashipur unit. There is 
not even a single female worker in any unit of U.P.S.T.C. 
The survey revealed that working in the night shifts adversely 
affects the health of the workmen. Late hours meals, inade-
quate sleeps aredetrimenta 1 to the health of the workers. 
The workers working in the night shifts are inflicting in 
diseases like, depression, insomnia and hyper-tension. Indus-
trial accidents are also common in the night shifts. 
Holidays and Leaves : 
The importance of leaves and holidays in maintaining 
desirable industrial efficiency as well as in improving 
labour relations can not be over emphasised. There are three 
kinds of holidays prevalent in the U.P.S.T.C. viz, statutory, 
festivals and national holidays. The statutory holidays are 
given according to the Factories Act, 1948. There are 5 
festival holidays in U.P.S.T.C. during the year. The festi-
vals on which these holidays are given are Diwali, Holi, 
Dashera, and Janmashthami. fiepublic Day, the independence 
Day, and Gandhi Jayanti are national holidays. The Factories 
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Act, 1948 governs that if a workmen is not given any weekly 
holiday, he must be provided compensatory holiday, equal to 
the number of days lost either within the same nonth or within 
the subsequent months. In U.P.S.T.C, the daily rated or 
piece rated labour is not provided any paid holiday. 
There are three kinds of leave viz, casual/medical and 
privilege in U.F.S.T.C. All eligible workers employed in 
the U.P.S.T.C. units are entitled to enjoy 4 causal leaves, 
4 medical leaves and one earned leave of accumulative nature 
after 20 working days. The survey revealed the satisfaction 
of workers regarding leaves and holidays because no complaint 
is received from the workers in this respect. 
It is an established fact that good working condi-
tions of the company have a considerable impact on the health 
and efficiency of the workmen, on their wages and earnings, 
migration and labour relations. In this context, ventilation, 
temperature, industrial health and safety are discussed 
below: 
An eligible worker means a person who has completed 110 days 
service in unit in a year. This period includes (I) any 
days of lay-off by agreement or contract or as permissible 
under the standing orders (II) in case of woman workers 
maternity leave for any number of days not exceeding twelve 
weeks and (III) the leave earned in the year prior to that 
in which the leave is enjoyed -(Factories Act, 1948 ). 
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Ventilation and Temperature i 
Proper ventilation is essential for overcoiEing the 
industrial pollution in the factory premises. In all the 
mills of U.P.S.T.C, the building is constructed of R.C.C. 
and R.B.C. structures and cross ventilation in each working 
room for the circulation of fresh air is provided. All the 
14 units of U.P.S.T.C, U.P.S.S.K, company ( No.1 ) and 
U.P.S.S.M. company ( No.II ) are designed on the pattern of 
best techniques of architectural planning. The process of 
textile industry is so detrimental to the health of the workers 
that if not provided properly with ventilation and tempera-
ture the workmen suffer from respiratory diseases like, T.B., 
Pharyngitis, Bronchitis etc. The rooms of the unit are well 
equipped with exhaust fans, two in each room on either side 
of the walls. These prevent inhalation and accumulation of 
dust and fumes in the rooms. The artificial hiunidifiers 
further control h i ^ temperatures for which pure water is 
used from the tube-wells { cisterns constructed in the units 
premises ). This is done because humidity of working environ-
ment determines the working capacity of the workers. The 
working place is quite comfortable in winters; therefore, 
there is no need to heat the working rooms. 
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Lighting : 
Adequate and suitable lighting at the place of work 
is very essential for workers. Better lighting protects 
eye sight and maintains efficiency of the workermen. In 
U.P.S.T.C., there are two types of lighting arrangements viz, 
natural and artificial. Natural lighting comprises windows, 
ventilators and artificial light through installation of 
electric lights. 
Noise : 
In f a c t , the performance of opera t ive workers i s 
more e f f i c i e n t under quie t condi t ions than undsr the noisy 
one . In U.P.S.T.C. the workers work in [ > noisy condi t ions , 
where in a l l the sec t ions ( excluding packing ) the noise 
l e v e l i s beyond 120 dec ibe l s as against 30 - 40 dec ibe ls 
which i s a normal range of no i se . requ i red for heal thy condi-
t i o n s . In these u n i t s , a c t u a l l y because of continuous 
opera t ions of machinery, the noise can not be prevented. 
Optimum temperature for idea l work, according to Humtington 
the noted American geographer, i s 60*P, whereas the tempera-
t u r e of the un i t under study va r i e s from 680F to 105»P in 
May a t Kashipur and 62®P in January to 110»P in May at 
Sandi la . 
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Acciderits arid Safety : 
Like industrial heslth, the problem of safety and 
accidents is also creeping up in U.P.S.T.C. It v^s observed 
that statutory provisions regarding safety ?jrrangeir.ents are 
quite good because in all the units of U.P.S.T.C, there is 
proper implementation of adequate fencing of machinery of 
all types and moving parts. The work qn or near the 
r-achines, while in operation, is performed by trained personnel 
All parts of machinery with which workers coire in cont<ict are 
fully fenced. At the time of emergency, the power connec-
tions are cut off to prevent untoward accidents. All the 
units of. U.P.S.T.C. have been provided with safe escape in 
case of fire. 
The safety devices have brought down the rate of 
accidents in U.P.S.T.C. Kashipur which can be seen in 
the following table : 
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Table No. 6,11 showing the No. of acc idents in U . P . S . T . C , 
Kaehipur. 
Table - 6,11 
Year Ifo. of Accidents Major Accidents Amount paid 
1979 
1980 
1981 
1982 
1983 
1984 
1985 
1986 
1987 
23 
21 
21 
37 
21 
15 
16 
16 
24 
4 14,350.12 
4 9,527.85 
3 4,142.52 
5 12,530.05 
4 3,675.00 
Source? Questionnaire, 
The U.P.S.T.C. Kashipur, unit has 50,168 spindles 
with the employment of 2850 persons having twenty four hours 
working recorded less number of industrial accidents, in its 
total working period. It is evident from the above table 
that due to measures implemented to prevent accidents by the 
management, its rate has come down.In 1979, there were only 
23 accidents while in 1987 they recorded only 24 minor acci-
dents. Generally the accidents occur during the night 
shift. 
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Velfare Activities in V.I.3,T.C,t 
The welfare work has got beneficial impact, reflect-
ing improved health, increased happiness of the workers, 
higher level of output and harmonious labour relations. 
Therefore, the workers of U.P.S.T.C, enjoy all the welfare 
facilities as guaranteed in the Factories Act, 1948,consi-
dering the provisions of the Factories Act, 1948, the workers 
of U.P.S.T.C. avail the facility of urinals and latrines 
which is evident from the following table : 
Sainitary Facilities in U.P.S.T.O.t 
An idea of sanitary facilities can be had from the 
following table. Table No. 6.12 showing the sanitary faci-
lities in U.P.S.T.C, units. 
Table - 6.12 
Name of the Unit For Workers For Officers Total 
1. 
2. 
3. 
4. 
5. 
Kashipur 
Jhansi 
Sandila 
Meerut 
Jaspur 
20 
21 
19 
22 
10 
13 
14 
13 
1 2 
07 
33 
35 
32 
34 
17 
Source: Questionnaire. 
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The condition of urinals and latrines is clean' 
and hygenie and they are maintained properly. These latrines 
and urinals are constructed on modern designs. The number of 
urinals and latrines is inadequate in proportion to the number 
of vrorkmen. The number of latrines and urinals are required 
to be increased in all the units of U.P.S.T.C. 
Washing Facilities : 
The Factories Act provides the separate washing faci-
lities for male and female workers in the factory premises. 
In U.P.S.T.C. two forms of washing facilities are provided 
viz, (i) wash basins and (II) bathrooms and open taps. The 
majority of Kashipur unit v/orkers does not erjoy this facility 
because about 75/^  of workers reside in residential colony 
provided by the company near the mill gate. As the shift 
changes all workers coming out of the mill are seen with 
cotton dust because they bath in their houses. 
Canteen : 
Canteen in the industrial sector has now become a 
necessity rather than facility to the labour. The Factories 
Act, 1948 provides that where there are 250 or more workers 
employed, there should be canteen or canteens, well furnished 
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with suitable furniture, equipments and utensils and the 
food stuffs to be served must be clean and pure. The 
canteen must be run by a bipartite canteen committee and it 
should have adequate seating accomodation, clean, well 
ventilated and well placed in the factory. 
All the units of U.P.S.T.C. provide the facility 
of canteen. These canteens provide edible items according 
to the agreement made with the canteen contractor. The 
list of items provided in Kashipur unit, with their rates 
can be seen in the following table: 
Table No. 6,13 showing the items available in the canteen of 
U.P.S.T.C, Kashipur. 
Table - 6.13 
S.NO. Items Price Rs./paise 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
Tea 
Samosa 
Pakori 
Saini 
Lassi 
Cold drink 
Rice 
Pood 
Boiled egg 
Ehasta 
Balushahi 
Poori Chhola 
Matri 
0.40 per cup 
0.40 per piece 
0.40 per piece 
1.00 per 100 grams. 
2.00 per glass 
2.30 per bottle 
1.00 per plate 
3.25 ( 6 Roti, Dal, Sabzi & Rice) 
0.80 per egg. 
1 .00 ( two pieces & chohla ) 
15.00 per kg. 
1.00 ( 4 poori & Sabzi ) 
0.30 per piece. 
Source: Questionnaire. 
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A contractor runs the canteen on agreement basis. 
He is provided with a rent - free building equipped with 
fans and furniture. The canteen service is delayed and the 
quality of material supplied is also of poor quality. There-
fore, it is suggested that the canteen must be run by the 
workers themsalves on cooperative basis and financial 
support and subsidy must be given by the management regar-
ding accomodation, light, fuel, furniture, utensils etc. In 
the canteen credit purchases should be permitted and the 
amount must be recovered from the wages of the workers. 
Drinking Water : 
In U.P.S.T.C. all the units provide the facilities 
of drinking water. All the units have their own water 
pumps and regular supply of water is provided. 
Industrial Health : 
The provision of industrial health services has 
played an important role in India because of the adverse 
effects of poor working conditions in factories. In indust-
rial enterprises, fatigue is a normal phenomenon, caused by 
performing monotonous jobs over a long period. This requires 
the provision of suitable rest rooms where the workers may 
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take some rest. All the units of U.P.S.T.C. have provided 
rest shelter rooms of 30' by 20'. The furniture installed 
in these rooms is of wooden benches and chairs vhich require-
repairing. These rooms are comfortable in all the seasons. 
The industrial health comprises medical facilities 
inside and outisde the working place. Inside health ameni-
ties include first-aid, ambulance rooms, industrial hygiene, 
occupational health and emergency medical care in case of 
accidents or sudden illness during vorking hours. As the spi-
ning mills have to be qjerated in a humid atmosphere, health 
of workers is further subjected to thermal stress. With 
sustained temperature of 37.7®C and relative hiimidity of 80^ 
to 90?^ , a worker gets heat stroke, vomiting, nausea and may 
also become unconscious. In all the units of U.P.S.T.C, the 
workers are suffering from occupational diseases. The U.P. 
S.T.G., provides first aid boxes and ambulance rooms in 
each unit and they are found satisfactory. However, all the 
units of U.P.S.T.C. are having their own dispensaries. The 
Kashipur unit of U.P.S.T.C. has employed two part time 
doctors. An alopathic doctor visits the factory daily in 
the evening and the homeopathic doctor visits in the morning, 
Therefore, the medical facilities at factory level are 
adequate. The transport facility is also provided to the 
workmen in case of serious illness to rush to the state 
hospital. There is no provision for occupational health 
service in the U.P.S.T.C. It is therefore, suggested that 
immediate and effective steps must be taken by the state 
government for proper diagnosis of occupational diseases 
plaguing the labour of U.P.S.T.C. The workers must be exami-
ned periodically. 
Housing Facilities : 
Among various provisions of labour welfare, housing 
facility derives special attention. Inadequate and poor 
quaJ-ity of housing creates many social problems, which adver-
sely affect the efficiency, morale and health of the workmen. 
Therefore, to have efficient labour force, proper housing 
facilities must be provided to the workers. In all the units 
of U.P.S.T.C. the residential quarters have been provided to 
the workers. The unit-wise position of labour quarters in 
U.P.S.T.C. is furnished in the following table: 
Table No. 6,14 showing the number of quarters of the units 
of U.P.S.T.C. 
Table - 6.U 
Name of the Unit Quarters available 
Jhansi > 356 
Meerut 484 
Sadila 408 
Zashipur 450 
Jaspur 176 
Source: Questionnaire. 
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Out of the total workers about 75^ of labour live 
in these residential quarters of the U.P.S.T.C. and rest 
in nearby villages and locality. In Kashipur unit there are 
450 worker quarters of two rooms each. These quarters are 
constructed of bricks with R.C.C. roofs and provided with 
efficient supply of running water and electricity, flush 
latrine and bathrooms. Proper street light has been provi-
ded and a full time security guard has been assigned to the 
labour colony, one post office's letter box, one fair price 
shop and one cooperative store are also provided to make 
their living more comfortable. There is one flour phaklci^one 
laundry, one barbers shop and several auto-rickshaws in the 
labour colony. In all the units of U.P.S.T.C. the workers 
live with self respect and comfort because they can afford 
motorcycles and scooters. But still it is suggested that 
U.P.S.T.C. should facilitate an efficient service of coopera-
tive societies to raise their membership and further cons-
truct more houses. These houses should be periodically 
repaired. 
Recreation Facilities j 
Recreation refreshes the workers mentally. It 
lessens the monotony and drudgery of their daily work and 
develops their personality on a wholesome basis. The 
importance of iraintslning the cultural and recreational 
facilities has been recognised by all the employers. Gene-
rally, they maintain these facilities in labour colonies. 
The main emphasis is on the provision of outdoor and indoor 
games such as, football, volley ball, wrestling, kabaddi, 
badminton, chess, carrom, playing cards etc. The Kashipur 
unit of U.P.S.T.C. has maintained a large play ground and 
organises tournaments of hockey, football, volley ball on the 
26 January and the 15th August. The prizes to 300C to 4000 
people are distributed by the management on Durga Puja A 
cultural show is organised for a week. The unit has its 
own stage and the time office Incharge Mr. J.P. Mishra is the 
cultural secretary of the unit. The U.P.S.T.C. runs 13 mills 
and inter-unit matches are also organised. The mill has its 
own projector and in every month a film is shown to the 
workers and officers of the unit. A fund has been establish-
ed, where, finance is accumulated by the voluntary contribu-
tions from the labour. The Uttar Pradesh government grants 
receipts, profits of canteens if run on profit baris and 
yield from the cinema shows and entertainments sre the sources 
of the fund. This fund is utilised to finance the velfare 
activities in U.P.S.T.C. 
Labour Welfare Centres : 
These centres are categorised as 'A' 'E' and 'C 
according to the welfare facilities provided by them including 
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intra-mural and extramural functions. 'A* class centres 
include allopathic dispensoriee with small operation 
theatre, children and vomen sections, sewing coaching for 
the families of workers, adult education, indoor and outdoor 
games, play grounds, readin^^-rooms and library, recreational 
and cultural facilities i.e., dramma and Kavi Sammelan. 'B' 
class centres are homeopathic dispensory and comparatively 
less facilities as given in centre •A'. 
*C' class centres include facilities of indoor and 
outdoor games of ordinary nature, library and reading rooms 
and other entertainment facilities of cheaper quality and 
also the Ayurvedic or Unani dispensory. 
Educationed Facilities : 
The need and significance of educational facilities 
has been widely recognised in all over the country. Keeping 
in view this service, the U.P.S.T.C. is running a primary 
school for the workers* children named as 'Basic Pathshala', 
Katai Kill, Kashipur. In this school 500 children are taught. 
Transport facility is also provided by the company to the 
school going children of workers reading in the city school 
and colleges. The schools of city are at a distance of 
5 kms. from the labour colony. In Kashipur spinning mill 
the management provides financial assistance to the school 
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going children of the labour. There is a provision of 
reimbursement for the cost of books, school fees, and it 
also provides various other facilities. 
For adult workers the Uttar Pradesh stEte, govern-
ment is organising adult education programmes both for men 
and women through labour welfare centres. Books, copies, 
slates, pencils, rubber and other stationery is given free 
of cost to the workers. The government also organises wor-
kers' education programmes in the spinning mills of U.P.S.T.C, 
at the nearest centres. Fbr the Kashipur unit the centre 
of Bareilly provides such services. 
Cooperative Stores : 
In an environment of steep hike in prices and the 
constantly rising cost of living, the significance of fair 
price shops can not be over emphasised. As per the recommen-
dations of the Indian labour Conference, held in 1962, 
consumer cooperative stores have been established in all 
industrial enterprises employing 3000 or more workmen. All 
the units of U.P.S.T.C. have also established cooperative 
stores, where articles of daily consumption are available at 
reasonable prices. In the unit of Kashipur spinning mill one 
fair price shop has been established for the labour. 
Zi. 
other Pacllitles : 
Besides the above mentioned welfare facilities, the 
spinning mill of Kashipur also provides the following addi-
tional facilities to the workers. 
i) The company provides uniforms to security guards, peons, 
drivers and also to security officers. In the rainy 
season, rain coats, umbrellas are also provided to 
its security employees. Some weapons i.e., fire arms 
sticks and torches are also supplied to the security 
personnel. 
ii) Interest free loan to purchase cycle, moped or motor 
cycle or scooter etc. is granted to the labour. 
iii) One security guard is employed for the labour and their 
families in the colony. 
iv) Efficient transport facility is also provided to its 
labour and their families in case of emergency. 
v) Medical bills of the workers are also reimbursed. 
vi) Death relief fund is also given^or the relief of the 
workers in case of any death in their family. 
Besides these facilities, the central acts viz, the 
Employee's State Insurance Act, 1948 and the Employees Pro-
vident Fund Act, 1952 are applicable to the units of D.I.S.T.C. 
C. Further it is suggested that a comprehensive integerated 
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social security scheme be evolved with a view to boost up 
the morale of the labour 
Social Security in U.P.S.T,C.: 
The system of social security plays a significant 
role in the maintenance of labour management relations. It 
considerably influences the efficiency, productivity and 
effectiveness - of the labour as well as their morale, atti-
tude and total psychological satisfaction of employment. 
The survey revealed that the provision of social security 
in U.P.S.T.C. is not satisfactory. There are only two units 
of U.P.S.T.C. ( Jhansi and Sandila ) where the E.S.I, faci-
lities are provided. 
i) Death Relief Fund i 
The Kashipur unit of U.P.S.T.C. maintains a death 
relief fund for the workers. Eupee one is deducted from 
the wages of the worker per month. This scheme Is maintained 
by this unit only because it is not directed by U.P.S.T.C. 
At the death of a worker, a committee is constituted to fix 
the claims of the worker. Previously, the amount of relief 
was te. 4000 now it has been raised to Rs. 7,500 and is likely 
to be revised upto Rs. 10,000 depending upon the wages of 
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of the worker. This scheme has benefitted many families 
whose bread earners have died. 
Benifited Workers in U,P»S.T.C., Kashipur : 
The following is the list of the workers benefitted 
by this scheme. The amount given is specified against the 
name of the workers. 
Table No. 6.15 showing the list of benefited workers in 
U.P.S.T.C, Kashipur. 
Table - 6.15 
S.No. Name of the Worker Amount paid 
1. M r . Harbeer Singh Rs. 4000.00 
2. M r . Ram Bhahdur Rs. 4000.00 
3. M r . Gopal Ram Rs, 5000.00 
4. M r . Baleshwar Rs. 7000.00 
5. M r . Ranjit Rs. 7000.00 
6. M r . Lai Mohar Rs. 7000.00. 
7 . Mr. Hargovind Rs. 7000.00 
8 . Mr. Madan Rs. 7000.00 
9. Mr. Shiv Dhar Joshi Rs. 7000.00 
Source* Questionnaire. 
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This scheme has been implemented in Kashipur only 
and the workers of o ther u n i t s of U.P.S.T.C. do not enjoy 
the bene f i t s of the scheme. 
Provident Pund Scheme : 
The provident fund scheme has been implemented 
according to the Provident Pund Act. A sum of Rs. 104585 i s 
the monthly con t r ibu t ion of the workers to the provident 
fund. An equal amount i s contr ibuted by the U.P.S.T.C. After 
completing the serv ice of 15 years a worker i s e n t i t l e d to 
get the f u l l amount of provident fund inc lud ing the i n t e r e s t 
on i t and the employer's con t r i bu t i on . I f the worker leaves 
h i s job before 15 yea r s , the payment i s made as per the 
following t a b l e ; 
Table No. 6.16 showing the provis ion of payment of provident 
fund in U . P . S . T . C , Kashipur. 
Table -6.16 
No. of Years of Service Amount of P .F . in Percentage 
Upto 3 years 259^  
3 - 5 years 50?^  
5 - 1 0 years 75^ 
1 0 - 1 5 years 8598 
^bove 15 years IOO9S 
Source: Quest ionnaire , 
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The mill pays Rs. 10,000 annually to the government 
for the administration of provident fund as administrative 
expenses. This scheme is applicable to all the units of 
U.P.S.T.C. 
Family Pension : 
The family pension scheme has been implemented in 
U.P.S.T.C. Kashipur. The benefit^ of this scheme is provided 
to the familby of a worker if he dies during the course of 
his duty. The maximum amount in this scheme is fe. 4000 and 
minimum 300 calculated on the basis of his wages, age and 
present wages. Nany workers died and their nominees or next 
of kins have been paid the death relief amount. 
Group Insurance Scheme ( GIS ): 
The Group Insurance Schece has also been iiLplemented 
in all the units of U.P.S.T.C. In Kashipur spinning mill, 
only 2000 workers are members of the provident fund. The 
mill pays Rr. 80,000 premium p.a. for this scheme. The payment 
of the policy is made at the death of a worker. The benefits 
of this scheme have been enjoyed by these workers: 
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Table No. 6,17 showing the list of benefited workers from 
GTS in U.P.S.T.C, Kashipur. 
Table - 6.17 
Name of the workers ( died ) Amount paid 
Ram Bhahdur 10500 
Har Govind 10500 
Lai Mohar 10500 
Shiv Datt 10500 
Source: Questionnaire. 
The workers of Kashipur unit are fully satisfied 
with this scheine and they appreciate the working of the 
financial matters. 
Workmen's ComiPensation : 
The labour is given compensation against any injury 
according to the provisions of Workmen's Compensation Act, 
1923. Many workers have been paid compensation under the 
purview of this act. The details regarding compensation can 
be seen from the following table: 
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Table No. 6.18 showing the number of accidents in U.P.S.T.C., 
Kashipur. 
Table - 6.18 
Year No.of accidents Minor No. of Claims Major 
1982 
1983 
1984 
1985 
1986 
37 
21 
15 
16 
16 
24 
08 
11 
09 
02 
9 
9 
1 
2 
10 
4 
4 
3 
5 
4 
Source: Questionnaire. 
The above discussion revealed that in U.P.S.T.C. 
the death relief fund is working effectively, and it has 
been paid to 9 workers till now. It is desirable to suggest 
f 
in the context of social security scheme that in the Kashipur 
unit there are 2850 workers on roll and the need of the hour 
is to establish a hospital of the ESI. Further arrangements 
must be made for the education of workers. In this respect, 
the welfare officers and trade union leaders should provide 
education to the workers by holding meetings and delievering 
lectures. All these steps if undertaken can go a long way 
in maintaining cordial labour management relations. 
Trade Unions in U.P.S.T.C. Spinning Kills : 
The position of trade unions in the U.P.S.T.C. 
spinning companies is described unit-wise in order of per-
ference as under : 
Jhansi: There are two trade unions. Both are affiliated 
to I.N.T.U.C. and C.I.T.U. 
Kashipur: In the Kashipur unit only one registered trade 
union is in existence which is affiliated toINTUC 
but local communist group headed by Mr. Hardai Lai 
is trying to infiltrate in the company. 
Sandila: In this unit there are two unions one is affiliated 
to I.N.T.U.C. and the other belongs to independent 
group. 
Meerut: There are two unions, one is affiliated to I.F.T. 
U.C. and the other is also claiming the affilia-
tion to I.F.T.U.C. led by Kr. Hem Singh. 
Jaspur: This unit has only one union which is affiliated to 
I.N.T.U.C. 
These uniors are functioning in all the u^its of 
U.P.S.T.C. Since the establishment of U.P.S.T.C. there has 
not been any major strike for a long period. These unions 
perform some welfare activities for the workers viz, educa-
tion, entertainment and some extramural too. However in 
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certain units of the U.P.S.T.C. there were some disturbances 
for short periods for which the brief unit-wise description 
is given below. 
Position of Strikes/Layoffs. (Since 1975-76 to 1986-87) : 
Jhansi : 
The unit of Jhansi started its commercial produc-
tion with 25000 spindles from 1st June, 1977 & on 20th March, 
1984 its spindleage is raised to 5C,000.There are 2702 workers 
employed in this unit. 
The workers of this unit went on a strike in 1981 -
82, w.e.f. I6th October, 1981 to 23rd October, 1981 for the 
demand of Bonus 20^, 16^ exgratia per annum. In 1987-88, 
the workmen again observed another strike on 1st May, 1987 
on the call given by the communist group for meeting various 
demands. But the workers resumed their work after . nego-
tiations between the representatives of labour and the 
management. This strike did not cause any major loss to 
the unit. 
Again the same communist group applied slow tactics 
from 5th June, 1987, then an agreement was reached on 22nd 
June, 1987 with the communist union. But the workmen are 
again observing the same tactics in the mill. 
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Sandila : 
At present this unit is having 2849 workers on roll. 
It commenced its commercial production on 1st March, 1983 
with 50,000 spindles. At the begining the mill was established 
on 1st September, 1977 with 25000 spindles. In this unit, 
there was a total strike of the labour from 6th to 7th 
April, 1978 on account of fatal accident of Mr. Ram Prakash, 
a worker of the mill. Again on 21st August, 1978 and 22nd 
August, 1978 the unit remained closed for two days for the 
demand of an increase in wages. On 25th August and 26th 
August, 1978 the workers went on strike due to man handling 
of one shift supervisor. After these few strikes of short 
duration, there remained complete industrial peace for three 
years. But on 11th March, 1982 there was one dsy strike in 
the unit due to fatal road accident of Mr, Shiv Krishan a 
workman of the company. The demand was to confiscate the asset 
of the culprit. Again the workers called a strike of one day 
on 4th July, 1982 on account of the murder of a worker in the 
village on election of Gram Pradhan, Since then the company 
is functioning in a peaceful atmosphere. 
In the Barabanki mill of U.P.S.S.M. company ( No.I ), 
a senior officer was misbehaved and beaten by a worker on 
25th March, 1987. On the call of the trade union, the 
labourers v,'ent on strike from 25th March, 1987 and demanded 
from the management not to take any disciplinary action 
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against the culprit workman. The management held a bilateral 
talk with the labour authorities in order to control the 
aggravated situation. The normally could be resumed in the 
unit on 23rd May, 1987 and the normal production started 
after the compromise with the trade union. 
In Banda unit of U.P.S.S.K. company ( NO. II ) the 
labour organised an illegal strike from 1st April, 1986 to 
17th April, 1986. To handle the situation and bring peace 
in the unit, an agreement was signed on 17th April, 1986 with 
the cooperation of the labour department and since then there 
is complete industrial harmony and the production is taking 
place peacefully. 
Labour Relations in U.P.S.S.H. Company (No.1): 
The U.P.S.S.M. Company (No.1) always showed losses, 
and the main reason of these losses is the industrial unrest. 
The inter-union rivalaries and the anti-social elements for 
their own political interest disturb the industrial peace 
and incite the labour for industrial unrest. The position 
of strikes in the mills of U.P.S.S.M. Company ( No.1 ) for 
the years of 1986 and 1987 can be studied from the following 
table. It is interesting to infer here that these strikes 
were not only illegal but were called for without any genuine 
reasons. 
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Table No. 6,19 showing the position of Strikes in U.P.S.S.M 
Company ( No. 1 ) 
Table - 6.19 
Name of the unit Duration of strike Working days lost 
Akbarpur 
10.02.87 
Barabanki 29.09.87 
25.03.87 
Ra iba re i l l y 
Maunath Bhanjan 
to 
to 
to 
8.8.86 
29.8.86 
30.10.86 
16.02.87 
3C.09.87 
9.03.87 
12.03.87 
31.03.87 
-
-
32 
11 
74 
35 
210 
4 
15 
11,648 
-
-
Source: Questionnaire. 
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Table No. 6,20 showing the statement of the •working days lost 
due to strikes and labour unrest in U.P.S.T.C. and its subsi-
diaries companies. 
Uni t 
J h a n s i 
Kasnipur 
S a n d i l a 
Meerut 
J a s p u r 
Rai B a r e i l l y 
Barabanki 
Akbarpur 
Maunath Bhanj 
Mejan 
Banda 
Rasra 
Jaunpur 
1984 -
— 
-
-
-
-
20289 
25359 
44889 
an 1394 
13000 
-
-
— 
Table -
85 
- 6.20 
1985 - 86 
T 
2688 
-
-
-
51889 
39276 
3837 
1660 
-
6625 
-
-
1986 - 87 
-
4710 
-
-
-
-
11875 
152 
-
-
6124 
-
-
Source; Questionnaire. 
Labour Relations in Kashipur Spinninip- Kill : 
Eashipur spinning mill started its comrrercial 
production in March, 1977 with 25000 spindles and on 
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50th March, 1983 its spindleage increased by 25000. Since 
its establishment upto January, 1986, there remained complete 
industrial peace and not even a single working hour was lost 
in labour unrest in the history of the company. Some labour 
disturbances took place in 1985 - 86, In this year the 
opposition parties organised a 'Bharat Band', and the same 
anti-social political group led by Mr. Hardai Lai, a communist 
leader, conducted a meeting at the mill gate on 26th February, 
1987 in which he delievered fierce speech against the manage-
ment of the mill in order to provoke the workers. The speech 
provoked the mob who got agitated and started to pelt stones 
towards the mill and illegal fire-arms were also used. This 
agitation resulted into the damage of the company's property 
and injury to the police personnel and staff members. 
The workers of the mill resorted to illegal strike 
for one day from 10. p.m. on 26th February, 1986 to 10 p.m. on 
27th February, 1986 on account of the murder of Mr. Avdesh 
Singh due to rivalry in two groiips. Again the workers called 
a partial strike from 17th June, 1986 to 30th September, 1986. 
All these antisocial elements prevented the entry of the 
loyal workmen and created a panic among them. The complete 
absence of the labour declined the production as well as 
profitability of the company. Ultimately, the management 
had to seek the assistance of police and P.A.C. to bring the 
labour in the mill. Some workers as well as office bearers 
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of the trade union also cooperated in maintaining normalcy 
in the mill. Oradually, the presence of the labour went 
up, peace maintained and the mill started its normal func-
tioning. 
Labour Management Coordination : 
The labour-management relations in the U.P.S.T.C. 
are generally harmonious and cordial. No doubt, there were 
certain strikes but for a few days only, which did not 
pose any huge loss to the corporation. In case, labour 
dispute in any unit of U.P.S.T.C. emerged, coordinated efforts 
were undertaken to settle them at unit level. The survey 
revealed, that labour officer is fully organised and effi-
cient in maintaining industrial harmony and peace. There-
fore, he extended his due cooperation and help in settling 
industrial disputes. 
The labour welfare officer plays a very dominant 
role in maintaining sound labour relations and creating 
mutual understanding between the labour and the management. 
It can be noted that industrial unrest is somewhat absent 
in this sector of the state which is a healthy sign of 
cordial labour relations. In this context it can not be 
recommended that all is going well in this sector. The 
close investigation revealed many labour problems, which 
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the state government is ignoring and not considering them as 
labour problems. It is an established fact that the attitude 
of employer and employee is so divergent which always paves 
the way for labour problems. It is right to say here that 
labour problems are the natural outcome and consequence of 
large scale of production and industrialization; and they are 
supposed to occur even in the most ideal and harmonious 
working environment. But the denial of the government of 
the realities reflects the ignorance and negligence of the 
government and indicates indifferent attitude towards the 
plight and issuer' of labour. 
The researcher derived a conclusion regarding the 
labour relations in this sample unit that the manafeement and 
labour have created such a mutual understandlrf vhlch helps 
them to formulate an easy and simple method of resolving 
industrial disputes because in rare cases the interference 
of the statutory and voluntary prescribed norms were sought in 
the settlement. The union leaders have also ignored the legis-
lative and voluntary recognised methods because they perso-
nally visit the labour and the industry Minister of the state 
to resolve the complicated industrial disputes. In U.P.S.T.C. 
the major labour problems have been given due recognition 
and consideration just as the administrative problems of the 
enterprise. No doubt in U,P,S.T.C. works committees and joint 
Management Council are in practice but their existence is only 
for show and popularity. Infact, joint management councils 
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and works committees have failed in resolving labour problems 
of the corporation and could net play any constructive role 
for the purpose. 
Labour-^Kanagement Participation Schemes : 
The works committee makes a belated debut on the 
industrial scene % It is constituted to promote measures 
for securing and preserving amity and sound labour relations 
between the employer and the workmen. The U.P.S.T.C. has the 
works committees in all the units. 
The main topics discussed in the meeting of the 
works committee were: 
i) Working conditions like ventilation, temperature and 
lighting etc. 
ii) Welfare facilities viz, free educational and provision 
of uni-^orms. 
iii) Management of canteen and provision of urinals and 
latrines, cycle stand, drinking water and rest rooms. 
iv) Paid holidays. 
v) Job security and grants of increments to the staff. 
vi) Badli labour. 
vii) Housing facilities, 
viii)Adjustment of national and festival holidays. 
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ix) Methoda of reducing absenteeism. 
x) Election of members of works committee and fixing 
their responsibilities. 
However, it was found during survey that works 
committee did not prove effective and the resolutions of 
the meetings of works committee have no legal binding on 
labour and management. According to the leaders of the 
trade unions, conflict between jurisdiction resulted into 
unhelpful attitude of the management which h^s led to the 
failure of such committees. This committee consists of 
equal representatives both of management and labour. The 
workers elect their representatives and management nominates 
its representatives. The committee meets once in every 
year to review the day-to-day problems of the units. Infact, 
works committee is an advisory body which suggests other 
welfare and safety measures for labour in order to enhance 
productivity. Other important issues of common interest of 
both labour and management are also discussed during the 
meetings of the works committee. But it is reported that no 
major problem was ever resolved by this committee till now. 
It can however be concluded that the establishment 
of the works committee seemed to be complying with the legis-
lative obligations rather than an effective instnunent for 
discussing and solving the mutual problems of labour and 
management. 
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Joint Management Councils : 
Joint Management Councils owe their origin to the 
government's industrial policy resolution ( April, 1965 ) 
which stated that in a socialist democracy labour is a 
common partner in the common task of development and should 
participate in it with enthusiaism. There should be joint 
consxiltation and workers and technicians should, where ever 
possible, be associated progressively in management. The 
Public Sector enterprises have set up an example and model 
in this respect. In all the units of U.P.S.T.C. there are 
joint Management Councils. The Joint Tanagemert Councils 
endeavour to: 
i) Improve the working conditions and socio-economic 
conditions of the workers. 
li) Improve productivity. 
iii) Encourage suggestions from labour. 
iv) Assist in administration of laws and agreements. 
v) Serve as an authentic channel of communication between 
the labour and management, 
vi) Create in the labour a live sense of participation. 
The workers reported that Joint Management Councils 
have not proved to be very successful. They are not supported 
by the management. The management reported that when the 
corporation has already a system of consultation with their 
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•workers through recognised trade unions and works committee, 
the ^oint Management Councils in its present form are use-
less. Management is generally averse to have multiplicity 
of joint bodies and unions. Further, existence of a number 
of joint bodies viz, works committees, canteen committees, 
production committees, security committees etc. have created 
confusion and duplication of consultation. Finally, the 
inter-union rivalry and the lack of interest in the trade 
union leaders in the activities of the joint Management 
Council are other reasons for unsatisfactory working of these 
bodies. 
Other Bodies : 
Besides the above machinaries, certain other bodies 
have also been set up in the U'.P.S.T.C. They are: 
a) Production Committee : 
I 
With a view to solicit active cooperation for 
increasing production in the U.P.S.T.C. the production 
committees have been established in all the units. It is 
bipartite body which has been set up in accordance with 
Industrial Truce Resolution of 1962. This committte helps 
in boosting up the production by suggesting the better 
methods and techniques of doing work and assessing fair 
work load for workers. 
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b) Canteen Committee J 
There is a canteen committee in all the units of 
U.P.S.T.C. ' These committees make the management of canteen 
more efficient. Like works committees and joint Management 
Council these committees have also failed in providing the 
purposeful services for the workers. The main reasons for 
its failure are the non-cooperative attitude of the manage-
ment and lack of interest on the part of the workers. These 
committees neither call regular meetings nor do they discuss 
the genuine problems concerning improvements in quality and 
effective and efficient working of the canteen. 
c) The Wage Boards : 
The tripartite wage boards have been established 
for: 
i) determining the categories of workers who should be 
covered for wage fixation. 
ii) deciding the principles that should govern the grant 
of bonus to workers. 
iii) working out a reasonable wage structure. 
Though the wage boards have been instrumental in 
getting some what reasonable wages and bonus to the workers. 
But these boards have often delayed the decisions and the 
implementation of the recommendations was not accepted in 
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total, in fact, these "boards have rot fully met all the 
expectations and there has been an erosion of faith in 
their working on the part of both the employers and the 
workers. 
d) The Labour Advisory Boards : 
At the state level, the labour advisory board pro-
vides a forum for the repressntatives of the government, 
employees and employers to discuss problems so as to maintain 
and promote harmonious labour relations. The board provides 
suggestions on all matters relating to labour particularly 
in the field of labour relations and labour welfare. 
Grievance Handling : 
Grievances are workers individual or group dis-
satisfaction expressed as complaints about the corditions 
of their day to day work environment. Prompt redressal of 
grievances is an important element of the procedure involved 
in handling labour relations. All the units of U.P.S.T.C. 
have a well defined grievance procedure. Under this 
procedure, an agrieved worker first presents his grievance 
verbally in person to his supervisor. The grievance is 
redressed with in 48 hours of the presentation of the com-
plaint. If the worker is not satisfied with the decision 
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of the supervisor or fails to receive reply with in the 
stipulated time, he either in person or accompanied by his 
departmental representative presents his grievance to the 
head of the department designated by the management for 
handling grievances. He gives his decision vithin three 
days of the submission of the grievance. If the decision 
of the head is unsatisfactory, the worker may request him 
to forward his grievance to the grievance committee which 
makes its recommendations to the management within a week. 
Unanimous recommendations of the committee are implemented. 
If the worker is still dissatisfied with this decision, he 
has the right to appeal to the management for the revision of 
the decision. The revised decision is contunicated to the 
worker within a week. If, still, no agreement is arrived, 
then the matter is referred to volunatry arbitration. Formal 
conciliation machinery generally does not intervene in this 
regard till all steps in the procedure are exhausted. 
The case study of U.P.S.T.C., Kashipur unit, which 
Is the most important and significant unit of the present 
study, bringsto light important conclusion that has substa-
tial bearing on the labour relations machinery in other 
public enterprises of Uttar Pradesh state. This sample 
unit presents the picture of labour management relations vhere 
most of the basic requirements for boosting healthy labour 
relations are provided but still the relations between the 
labour and management require further changes for increasing 
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higher productivity. The workers reported that the working 
conditions are quite satisfactory. The existence of strong 
and viable trade unions is a good sign for maintaining 
industrial harmony and improving labour relations. It can 
be further high lighted that indeed these two factors i.e., 
existance of strong trade unions, better wages and good 
working conditions have been responsible for restoring indus-
trial peace, and better and harmonious labour relations for 
over a long period of time. Therefore, in this context, the 
following suggestions can also go a long way in maintaining 
further cordial labour relations in the Kashipur unit of 
U.P.S.T.C. J 
i) There must be strong and healthy trade unions, with a 
view to seek desirable cooperation from the management. 
The unions should be granted recognition by taking 
recourse to secret ballat, as it may be the only demo-
cratic way to resolve cortroversies among the rival 
unions over the question of their representative charac-
ter. A union deriving support ofSO^ S workers must be 
granted recognition as a Chief bargaining agent of the 
worker. Recognition once granted to a union should 
continue to enjoy this privilege at least for 3 years. 
ii) Bach union should be required to get itself recognised 
within a period of six months from its formation. 
iii) Voluntary arbitration should be emphasised upon in the 
settlement of industrial disputes. The parties should 
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be allowed a settlement of the dispute through.negotia-* 
tion and also the provision for conciliation procee-
dings, if negotiation fails. If both of these methods 
fail the matter should be referred to arbitration. For 
making arbitration useful and effective, the persons 
selected as arbitrators must be of high integerity with no 
leaning towards C any p*(>rty.He must be of upright charac-
ter in whom the parties concerned may have absolute 
faith. 
iv) In the interest of the society and the country, the 
strikes and lockouts should be prohibited. The strikes 
should be permissible only when all other methods of 
persuation, conciliation and arbitration have failed. 
v) Since a change in working conditions often becomes a 
major irritant in the labour management relations, it 
should be incumbent upon the management to giva a spe-
cific notice of one month duration about the proposed 
changes to be effected. But no notice is needed if the 
change is effected under a settlement or on award or 
with the mutual consent of labour: 
vi) The unfair labour practices on the part of both the 
parties, should be restricted by imposing penalty on 
the offenders and persuading them to adopt fair labour 
praptiaea, 
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vii) Another important aspect in the field of labour rela-
tions which has rather remained neglected is that of a 
proper grievance procedure. It is suggested that 
statutory backing should be provided for the formulation 
of grievance procedures which must be simple, flexible 
less cumbersome and more or less on the pattern of 
present models. It should be time bound and should 
have limited number of steps, say, approach to the super-
visor, then the departmental head, and after, a refere-
nce to the grievance committee consisting of management 
and union representatives. 
viii) Collective bargaining, which has not been developed to 
any appreciable extent due to lack of faith in it, need 
be developed by replacing adjudication and giving it 
primacy in the procedure for settling industrial 
disputes. For the purpose, the union should be the 
recognised sole representative for bargaining with the 
management. The general acceptance or recognition of 
representative union and improved management attitudes, 
settlement of industrial disputes through voluntary 
arbitration would be much easy and feasible. 
Conclusion : 
To sum up, it may be concluded that v.'ith the new 
development in the industrial field, the constant increasing 
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consciousness among the labour, and the public opinion 
favouring the cause of this class, the relationship between 
the labour and the management has changed from that of 
master and servant to the concept of joint responsibility 
of the management and workers i.e., both of them now stand 
on equal footing as "partners in the productive activity". 
So that both share the results of increased productivity. The 
entire field of labour relation has changed from that of 
adjudication to persuation, moral pressures and voluntary 
arbitration and settlement of disputes through bipartite 
bodies. It should be realized by both parties that their 
interest are inextricable inter-woven in the industry they 
work, therefore, instead of depending on outside help i.e., 
( the state or any political party ), they have to help 
themsalves and there lies the solution of problems of indus-
trial peace and harmony. Bipartism, free and frank communi-
cation at all levels of the unit, confidence and mutual 
faith in each ( which can be generated by involvement ) the 
development of collective bargaining, the recognition and 
strengthening of the trade unions for securing better labour 
realtions. 
The suggestive measures as highlighted above do 
not analyse that there is industrial strike in the U.I-.S.T.C., 
but in fact, in the absence of all these factors, this sec-
tor is enjoying better climate and is maintaining industrial 
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peace and harmony and cordial labour relations. Fo doubt, 
the scheme of workers participation in management is sound 
in theory but it must be implemented in a proper spirit 
with a view to make this scheme more meaningful and effec-
tive. The joint management councils and works committees 
should be activised. Issues relating to wages, bonus and 
other earnings must be debated and discussed mutually in a 
round table conference of the labour and the employers. The 
concept of joint consultation is an ideological concept for 
harmonious labour relations if there is a sense of realism 
in this experiment. Therefore, personal and human approach 
must replace the irrational and indifferent approach of 
labour relations which is visible in the sample unit of 
U.P.S.T.C. 
CHAPTER - VII 
LABOUR RELATIONS IN HARDUAGANJ THERMAL POWER 
STATION, KASlMPtJR, ALIGARH; A SURVEY ANALYSIS 
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lABOUR RELATIONS IN HARDUA6ANJ THERMAL POVBR STATION. 
KASIMPim. ALIGABH t A 3URYBY ANALYSIS. 
The functions of G-eneration,Tran8iniseion and^ 
Distribution of electricity were carried out through 
the state by irrigation and power department under the 
Chief Engineer irrigation department of Uttar Pradesh Govern-
ment. With the increase in the number of power plants, the 
functions and responsibilities of irrigation department also 
went up consequently resulted in the inefficient management 
and delay in decision making process. With a view to have 
efficient management and control over the generation and 
supply of electricity, it was realized desirable to isolate 
the generation and transmission of electricity from irriga-
tion department. Therefore, Uttar Pradesh Electricity Board 
( U.P.S.E.B. ) was formed on April, 1, 1959 and was entrus-
ted with the responsibility of promoting a coordinated 
development of Generation Transmission Distribution and Sup-
ply of electricity within the state of Uttar Pradesh in the 
most efficient and economical manner with particular refe-
rence to the development in areas not served or inadequately 
served by any licence. The registered office of the Board 
is situated at "ShaktiBhawan" 14, Ashok Karg, Lucknow, U.P. 
S.B.B. has an installed generating capacity of 3010 M.W. 
( Thermal ) and 1422.35 M.W. ( Hydel ). Its total installed 
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generating capacity is 4432.35 M.W. About one lakh workers 
and 6000 officers ( Technical and non-technical ) are emp-
loyed in U.P.S.E.B. Obra Hydel and Thermal Power Station is 
the biggest generation unit of U.P.S.E.B. situated at Mirza-
pur district. H.T.P.S., Kasimpur ( Aligarh ) is the second 
biggest generation station of U.P.S.E.B. The U.P.S.E.B. was 
assigned the following most important functions with a view 
to make the distribution of electricity efficient. 
1) To develop and utilize the water power resources of 
Uttar Pradesh in order to generate electricity by 
constructing large scale hydel power stations. 
2) To construct, run and plan the steam and oil engine 
power stations for supplementing hydro-electric power. 
3) Planning, construction and maintenance of high tension 
and low tension transmission lines and sub-stations for 
distribution and transmission of power. 
4) To plan and supply of electricity to tubewells, construc-
ted by the state for irrigation purposes. 
5) Planning and supply of electricity for domestic use, for 
state under takings other than tubewells and to public 
also for the quick development of Industry and agri-
culture. 
6) To introduce electricity in back ward and unelectrified 
areas of the state. 
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7) To enforce reBtrictione on the electric energy consump-
tion wherever and whenever these are felt necessary, 
8) Assessing and realizing the revenue from the sale of 
electricity, 
9) Revenue and technical problems regarding the supply of 
power to consumers and license holders. 
Management : 
The Administrative set up of U.P.S.E.B. is func-
tional in character and comprised of following seven members 
as per electricity ( supply ) Act, 1948, 
1, Chairman and Member Administration, 
2, Member ( Thermal ) 
3, Member ( Hydro and Transmission ), 
4, Member ( Distribution ), 
5, Member ( Finance and Accounts ), 
6, Secretary Energy, Uttar Pradesh Government ( Ex-officio ), 
7, Secretary Finance, Uttar Pradesh Government ( Bx-
officio ). 
The Board's work at the head quarter is carried 
out through a secretariat which is organised generally on 
the pattern of state government secretariat/functions under 
the overall control of secretary. The field activities are 
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carried out through a heirarchy starting from Chief Engineer 
down to Assistant Engineers generally on area, Zonal, circle, 
division and sub-division pattern. The board has an estab-
lishment strength of about one lakh employees, starting from 
the lowest level of the skilled worker to the highest level 
of Chief Engineer. 
Selection of the site of Harduagan.1 TherrosLl Power Station? 
The Harduaganj was selected to be a most suitable 
site for the establishment of a thermal power plant because 
of the following factors : 
1) The site has sufficient land for the present requirements 
and future expansion comparatively at more cheap rates. 
2) It is a central point to act as a load centre for the 
supply of electricity to various districts and towns viz, 
Aligarh, Khurja, Bulandshahr, Agra, Hatras, Etah, Ghazia-
bad, Meerut, Badaun etc. 
3) The sufficient quantity of water for the purpose of 
coaling steam for recyclining was available from the 
adjaceent upper Ganges canal. 
4) The availability of railway track for the transportation 
of coal from the coal mines. 
o lu 
5) Adequate supply of labour at the reasonable wages* 
6) A good network of roads connecting the site to the 
important places. 
7) Direct road and railway traffic are available for lucknow-
the head quarter of U.F.S.E.B. 
8) The site is at a sufficient distance of Aligarh City 
for the preventation of nuisance. 
9) The site is very safe from the security point of view 
because it is at a very long distance away from the boar-
ders of Indian Territory. 
Generation of Electricity by Coal Principle of Power 
Generation : 
"V/henever a conductor cuts accross the magnetic 
lines of force, an electromotive force ( e.m.f. ) is genera-
ted in it. 
Therefore, to generate the electricity we have to 
rotate the generator shaft over which coils are wound. In 
thermal power station, at first the coal is transported from 
coal mines to power station site through railways. This coal 
is used in boilers to generate steam. Steam is used to rotate 
the shaft of turbines.is coupled. When this shaft of genera-
tor rotates, electricity is generated. 
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Organisational Structure At H«T,P.S.. Kaalmpur : 
The organisation structure is the frame-work and 
is primarily concerned with the allocation of task and dele-
gation of authority. Hence, the success of an organization 
largely depends upon the structure of the organisation. It 
is an established fact that an organisation structure built 
on the strong foundation would provide necessary strength to 
the organisation with a view to attain the goal/goals and 
vice versa. A properly balanced and designed organisation 
facilitates both management and operation of the organisation. 
Therefore, sound and effective organisation facilitates 
efficient delegation of authorities and smooth running of the 
enterprise. 
A General Manager is the Chief executive in H.T. 
P.S., Kasimpur. The present project of H.T.F.S. of 510 M.W. 
is built into three phase divided into the circles, each 
headed by a superintending engineer. A circle is further 
divided into number of divisions - each is headed by an exe-
cutive engineer. Each division is sub-divided into sub-divi-
sions and each is headed by a sub-divisional officer or 
Assistant engineer. 
The organisation as shown below is upto officers 
level and extends to lower levels of hierarchy i.e., junior 
engineers and operators. 
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General Manager ( G.K. ) 1 No. 
Superintending Engineer ( S.F. ) 7 ^ o^. 
( Incharge of a circle ) 
Excluding S.B. ( Headquarter ) 
Executive Engineer ( E.E, ) 4 to 5 Nos. 
( Incharge of a division ) 
Assistant Engineer ( A.E. ) 3 to 5 Nos. 
( Incharge of a sub-division ). 
There are eight superintending engineers under the 
General Manager in H.T.P.S., Kasimpur. The various circles 
held and the duties performed there 9^ by the superintending 
engineers are described below : 
1, Superintending Engineer ( E.G.C.I. ): 
He is the head of the electricity generation circle 
I or power house, having three generating machines with(total 
capacity 70 y.¥.) under his control. His duty and responsi-
bility is to look into the smooth and efficient running of 
all the three machines. 
2. Superintending Engineer ( H.T.P.C. ): 
He is the head of the Harduaganj Thermal Power 
Circle. The duties of this superintending engineer are to 
31 <) I KJ 
look after the accounts, security, personnel department and 
store - purchase, fire fitting, audit of the whole plant. 
3. Superintending Engineer ( Adroinistiration ) t 
He looks after, the efficiency of the machines and 
the general administration in the plant, 
4. Superintending Engineer ( E.C»G. I^ ): 
He is the bead of the electricity generation circle 
II or power house B. This superintending engineer has four 
machines under his control and supervision. 
5. Superintending Engineer ( B.G.C. Ill ): 
He is the head of the electricity generation 
circle III or power house C. He has three generating machi-
nes under his control. He is responsible for efficient run-
ning and smooth furctioning of the machines. 
6. Superintending Engineer ( B.G.C. IV ): 
He is the head of the electricity generation cir-
.cle IV. His duties are to look after the coal handling and 
efficiency ^n the power house. 
3K 
7, Superintending Engineer ( E.G.C. V )s 
He is the head of the electricity generation 
circle V. The duty of this superintending engineer is to 
look after the electric maintanance, E.T.CD./Instrumentation. 
This H.T.P.3. of 550 M.W. capacity has l&een built in three 
circles and commissioned for *A*, 'B' apd 'C thermal power 
station as follows : 
S.No. Unit No. Power Station Total capacity Commissioned <in 
date 
u 
2 . 
3 . 
1 
2 
3 
1 
2 
3 
4 
5 
6 
7 
H . T . P . S . , »A* 
A Group P.O. 
Easimpur 
Aligarh 
H.T.P.S . 'B' 
Power House 
B Group P.O. 
Easimpur 
Aligarh 
H.T.P .S . • C 
Power House 
P.O . Easimpur 
Aligarh 
Total 
30 M.W. 
30 M.W. 
30 M.W. 
50 M.W. 
50 M.W. 
55 M.W. 
55 M.W. 
60 M.W. 
60 M.W. 
n o M.W. 
530 M.W. 
26-06-1962 
October, 1962 
21-03-1964 
02-03-1968 
11-01-1969 
22-01-1972 
18-09-1972 
31-03-1977 
11-08-1977 
28-05-1978 
Source: Questionnaire. 
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The electricity is generated in these power house 
by using thermal process i.e., by the Use of coal and water. 
The coal is obtained from various mines Qf distant location 
and water from river Ganga. It is evident from the above 
table that H.T.P.S. Kasimpur is having three power stations 
viz, A power station, B thermal power station and C thermal 
power station. The A power station with installed capacity 
of 90 K.W. but now derated capacity of 30 M.W. is having 
3 machines of electricity generation. Likewise 'B' Power 
House with total capacity of 210 M.W. is having four machines 
two Russion machines of 50 M.W. and two machines of B.H.E.L. 
produced of 50 M.W. each. But the C unit with the capacity 
of 60 M.W. has two machines, of 110 M.W. and 230 K.W. respect-
ively. That is why it is the second largest thermal power 
house in the country in order to expand its distribution capp^ 
city of electricity to different districts of the state. 
The labour Porce in H.T.P.S.. Kasimpur i 
The number of labour force in different divisions 
of H.T.P.S. as per roll list stood at 4121. With a view to 
maintain adequacy of sample, percentage of the sample workers 
was kept low as the number of labour in this enterprise was 
very high. The following table reveals the registered 
strength of workers - circle wise at H.T.P.S., Kasimpur. 
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Table "So, 7.2 showing the strength of workers in H.T.P.S. 
Table - 7.2 
S.No. Name of the circles 
other units 
Entertained strength of perma-
nent and Temporary Staff 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
G.K's Office 
E.Gr.C. I 
B.G.C. II 
B.G.C. Ill 
B.G.C. IV 
B.G.C. y 
H.T.P.S. 
B.G.C. 
Hospital 
G.I.C. 
Bal Vidyala 
50 
860 
756 
584 
365 
372 
672 
349 
50 
38 
25 
Total 4121 
Source: Questionnaire. 
The above mentioned table reveals that in 1988, 
there were 4121 employees in H.T.P.S., Kasimpur. Thus, it 
can be concluded that it is a very big enterprise of Uttar 
Pradesh state government. 
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Total number of workers» daily average employment and total 
ta.T\ hours work In H.T.P.S.t 
The following table shows the strength of workers, 
dally average employment and total man hours worked in H.T» 
F.S.» since its establishment in 1938* 
Table No. 7*4 showing statement of employment and Man Hours 
worked from 1958 to 1988: 
Table - 7.4 
S No Year To*al No.of Daily Average Total Man Hours 
workers employed employment worked 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
15. 
14. 
15. 
16. 
1958 
1959 
1960 
1961 
1962 
1963 
1964 
1965 
1966 
1967 
1968 
1969 
1970 
1971 
1972 
1973 
792 
923 
940 
1517 
1540 
1690 
1710 
1790 
2102 
3017 
3119 
3027 
3029 
3109 
3205 
3240 
792 
903 
910 
1507 
1513 
1610 
1675 
1701 
2017 
2097 
3019 
2910 
2910 
3017 
3104 
3040 
1752192 
2253885 
2271360 
3761472 
3776448 
4018560 
4180800 
4245696 
5034432 
7255872 
7535424 
7263360 
7265360 
7530432 
7747584 
7587840 
32u 
S*No. Tear Total No.of Daily Average Total Man Hours workers employed employment vorked 
17. 
18. 
19. 
20. 
21. 
22. 
23. 
24. 
25. 
26. 
27. 
28. 
29. 
30. 
31. 
1974 
1975 
1976 
1977 
1978 
1979 
1980 
1981 
1982 
1983 
1984 
1985 
1986 
1987 
1988 
3180 
3713 
3690 
4040 
4291 
3992 
4139 
4009 
4009 
4130 
4110 
4215 
4215 
4298 
4121 
3070 
3610 
3510 
4110 
4210 
3990 
3810 
4021 
3982 
4022 
4023 
4103 
4027 
4199 
4170 
7662720 
9010560 
8760960 
10258560 
10485696 
9959040 
9509760 
10036416 
9939072 
10038912 
10041408 
10241088 
10054188 
10481892 
10408304 
Sourcet Questionnaire. 
The above mentioned table reveals that the number 
of employees in H.T.P.S., has gone up from 792 in 1958 to 
4121 in 1988 indicating an increase of 4209^ . Thus, it can be 
concluded that H.T.P.S. has become a leading employer of 
Uttar Pradesh state government. 
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Clasaificatlon of Bnplo.yees In H.T«P.S«« Kaslmpur; 
The workers of H.T.F.S.* Easlmpur have been classified 
according to their specific professionsuL qualifications in the 
following table : 
Table No. 7.5 showing the classification of workers according 
to their qualifications: 
Table - 7.5 
Number of 
workers 
Engineers and Technical 1795 
Staff 
Workmen 
Office Staff 
Security and fire 
personnel 
Total permanent staff 
1900 
120 
306 
4121 
Source: Questionnaire. 
The above mentioned table reveals that out of 4121 
workers 1795 are Engineers and Technical staff, 1900 workmen, 
120 office staff and ^ 6 security and fire personnel. Besides 
there are 800 contract labourers m H.T.P.S.»Kasiinpur. 
32 o: 
Age group of workers : 
The age of the workers of H .T .P .S . , ha-s been d i v i -
ded in to s ix age groups which can be seen from the following 
tab les 
Table No. 7.6 showing c l a s s i f i c a t i o n of workers according to 
age groups : 
Table - 7.6 
Age group Number of workers Percentage of workers 
25 
30 
35 
40 
45 
50 
30 
35 
40 
45 
50 
60 
Total 
6 
6 
12 
36 
9 
18 
87 
6.89 
6.89 
13.80 
41.37 
10.35 
20.70 
100.00 
Source: Questionnaire. 
The above mentioned table indicates that out of 
87 workers, 36 ( 41.37^ ) workers are below 45 years, 18 
( 20,lj(> ) workers fall in the age groups of 50 - 60 years. 
Thus it can be said that most of the workers are of the 
middle age group. 
3^ 
Educational Qualification : 
The qualification of the workers in H.T.P.S. have 
been discussed in the following table. 
Table No. 7.7 showing the educational qualifications of the 
workers in H.T.P.S., Kasimpur. 
Table - 7.7 
Educational Qualifications Number of workers ^age of workers 
Below S.S.S.C. 
s* s.s.c. 
Graduate 
Post Graduate 
I.T.I. 
Others 
Total 
Source: Questionnaire. 
The above said table reveals the literacy level of 
the respondents in general. 559S of the workers have below 
S.S.S.C. qualification while 249^  possess technical qualifi-
cations required for the jobs. Thus it may be concluded that 
majority of workers are non-technicaly qualified and getting 
training after the appointment. Therefore, it can be sugges-
ted that organization should recruit technicsJ.ly qualified 
48 
9 " 
6 
3 
21 
-
87 
55.17 
10.34 
6.90 
3.45 
24.14 
-
100.00 
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people and than they should be given training in the 
organization. 
Marital Status : 
The following table shows the marital status of 
the workers of H.T.P.S., Kasimpur. 
Table No. 7.8 showing classification of workers according to 
marital status: 
Table -7.8 
Status Nxamber of workers Percentage of workers 
Married 
Unmarried 
81 
6 
Total 87 
93.10 
6.90 
100.00 
Source: Questionnaire. 
Prom the above table it can be observed that 939^  
of the respondents are married and 7% are unmarried. This 
shows that majority of the workers are married. 
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Number of Dependents l 
The following table shows the classification of 
workers according to nvunber of dependents : 
Table No. 7.9 showing the classification of workers accor-
ding to number of dependents: 
Table - 7.9 
Number of dependents Number of workers ^age of workers 
0 - 4 
5 - 6 
6 & above 
Total 
4 
20 
63 
87 
4.59 
23.00 
72.41 
100.00 
Source: Questionnaire. 
From the foregoing table it can be seen that 63 
( 72^ ) respondents out of 87 workers nave 6 and above 
dependents ^ workers ( 23.005^)have below 6 dependents. This 
shows that the majority of workers in H.T.P.S., Kasimpur 
have more dependents. So they require more wages in order 
to meet the expenditures of their dependents. Keeping in 
view the fact it can be suggested tbat the organization 
Bftould organize some famixy planning campaign m order to 
have a planned life of tiae workers. 
3?u 
Recruitment.Training, Promotion4Transfer«and Safety Devices: 
The necessory vacancies are filled through the 
selection process. Reservations of scheduled castes/tribes 
and backward communities are being considered in the recruit-
ment. However, it was reported by the respondents that 
since 1972 recruitment is banned in H.T.P.S., Kasimpur due 
to over manning. 
Training : 
Once an applicant is selected by an enterprise as 
a member of its personnel, the next duty is to place him in 
the right job and provide him with training and development 
facilities needed for him to fit the present job as well as 
the future career chalked out for such individual,After as -
certainlng the individual's potential, training must be pro-
vided not only for doing the present job but also for acqui-» 
ring the desirable extra skills or knowledge for filling 
higher jobs. Training's main goal is to induce a suitable 
change in the individual concerned. 
In view of the prevailing characteristics of the 
labour market in Uttar Pradesh, which was relatively indup-
trially backward till recently, the labour force recruited 
in the public sector was not sufficiently equipped with 
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technical skill and training. Therefore, the management of 
this unit has organised training facilities for the personnel 
according to their requirements. 
Training Usedfulness : 
In course of the sample survey of 87 workers in 
the unit, it was found that about 57 percent respondents 
had received training with in the power house after recruit-
ment. It may be said that training is not necessary for 
every worker in the job at the time of selection. The follow-
ing table shows the usefulness of training for the workers 
jn the unit under study. 
Table No. 7.10 showing the Training usefulness : 
Table - 7.10 
Merit No.of respondents ^age of respondents 
Technical s k i l l 
p e r s o n a l i t y development 
work knowledge 
Total 
Source: Ques t ionnai re . 
50 
12 
25 
87 
57 
14 
29 
100.0< 
The above mentionea table reveals that out of 87 
workers 50 ( 579& ) workers say that training increases 
technical skill, 25 ( 299^  ) workers say it increases work 
knowledge and 12 ( 149^) are of the view that training deve-
lop personality. Therefore, it can be concluded that workers 
realize the benefits of training and hence management should 
introduce some modern scientific methods of training. 
Training Facilities : 
The opinion of workers about the training facili-
ties in H.T.P.S., Kasimpur can be studied from the following 
tablet 
Table No. 7.11 showing the workers opinion on training 
facilities : 
Opinion of workers 
Sa t i s f i ed 
Not s a t i s f i e d 
Total 
Table - 7.11 
Number of workers 
30 
57 
87 
Percentage of worke: 
34.49 
65.51 
lOu.OO 
Source: Questionnaire. 
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From the above mentioned table it is learnt that 
655^  of the respondents are not satisfied with the training 
facilities and only 359^  of the workers expressed their 
satisfaction regarding the training facilities. As obser-
ved earlier that the majority of respondents are not tech-
nically qualified, so they need more training facilities. 
To over-come this problem, technically qualified persons 
should be recruited in future. The present training facili-
ties will be enough to meet the needs of workers. 
Promotion : 
After an employee is selected and placed, adequate 
training has undoubtedly to be provided so that he is ready 
for future higher position. In fact an employee should build 
his career within the enterprise. In this area, the perso-
nnel department canplayan important function of "Career 
Planning" to fit in with the promotion policies and actual 
performance shown by the employee concerned. The term "pro-
motion refers to the assignment of a position of higher res-
ponsibility to an individual. Thus, promotion can be used 
as a recruitment source for higher positions. This would 
encourage the existing workers,providing Item with motivation 
and at the same time opening a source of recruitment at the 
lower and. Therefore, the measure of promotion in an 
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enterprise brings more earnings as well as provides higher 
status and position which ultimately lead to more job satis-
faction. The unit surveyed does not have scheme of formal 
and systematic promotions about which the workers are dis-
satisfied from their promotional opportunities, so that they 
design their efforts in their duties, responsibilities and 
work. Some promotional aspects inthis unit pertain to merit, 
service seniority, reservation, sports quate etc. but the 
workers are not informed of their career development oppor-
tunities. Majority of workers expressed their ignorance 
about the promotion policy of H.T.P.S., Therefore a sample 
survey of 87 workers gives their opinions on promotion pro-
cedure of the unit under study. 
Criteria of Promotion : 
The following table shows the criteria of promotion 
in H.T.P.S., Kaeimpur. 
Table No. 7.12 showing the workers opinions on promotion 
criteria. 
Criteria 
Merit 
Service seniority 
Reservation 
Total 
Table -
Number of 
24 
40 
23 
87 
7t 
wc 
12 
>rkers Percentage of worki 
28 
46 
26 
100.00 
Sourcdt Questionnaire. 
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The above mentioned table reveals that 46?C respondents 
have the opinionthat management promotes employees on the 
basis of service seniority, 28^ workers are of the opinion 
that promotion is based on merits and 2696 vorkers are of the 
view that promotion takes place on the basis of reservation. 
Thus it can be said that service seniority is the main cri-
teria for promotion in H.T.P.S., Kasimpur. 
Opinion of Workers on Promotion : 
The table below shows the views of the workers 
about promotion. 
Table No. 7.13 showing the opinion of the workers on promotion 
Table - 7.13 
Workers opinion Number of workers Percentage of workers 
Satisfied 24 27.59 
Not satisfied 63 72.41 
Total 87 100.00 
Source: Questionnaire. 
The above mentioned table showsthat 28?6 of the workers 
are satisfied with the promotion policy of H.T.P.S., Kasimpur. 
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While 72?^  of the respondents are not satisfied with the 
promotion policy. Hence, the managooent must evolve a 
comprehensive promotion policy for the satisfaction of the 
workers. 
Workers Opinion About Transfer : 
The opinion of the workers about transfer policy 
in organisation can be studied from the following table: 
Table No, 7.14 showing the workers opinions on Transfers : 
Table - 7.14 
Reason of Transfer Number of workers Percentage of workers 
On promotion 
on punishment 
on time basis 
Any other 
27 
60 
•:51 
69 
Total 87 100.00 
Source: Questionnaire. 
31?^  of the workers reported that the workers are 
transferred on promotion. While 699C of the workers say* 
that workers are transferred on punishment. Hence, the mana-
gement has to modify the transfer policy of the enterprise 
33. 
with a view to bring the labour force in confidence. Kana-
gement should also see why the workers are uneasy in the 
organization which is being the cause of their transfer. 
Workers Opinion on Transfer : 
The satisfaction and dissatisfaction of the workers 
in H.T.P.S. can be read out from the following table. 
Table No. 7.15 showing the workers opinion on transfer. 
Table - 7.15 
Opinion of workers Number of workers Percentage of workers 
Satisfied 42 48 
Not satisfied 45 52 
Total 87 100.00 
Source; Questionnaire* 
Prom the above table it is evident that 525^  of 
the workers are dissatisfied with the transfer procedure 
and 48^ of the workers are satisfied with the transfer pro-
cedure. Therefore, the transfer policy may be changed. 
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Table No. 7.16 showing workers opinion about safety devicess 
Table - 7.16 
Workers Opinion Nranber of workers Percentage of workers 
21 
79 
Satisfied 
Not satisfied 
Total 
18 
69 
87 100.00 
Source; Questionnaire. 
Prom above mentioned table satisfaction of workers 
about safety devices can be observed. Out of 87 workers, 
18 (215^  ) are satisfied, and 69 ( 79^ ) are not satisfied 
with, the safety devices of the H.T.P.S., Kasimpur. It may 
thus be concluded that majority of workers are dissatisfied. 
It is suggested that the government should adopt advance and 
safe devices in order to protect the life of the workers. 
Working conditions, and Welfare Facilities : 
If the problems of workers have not been given 
sufficient care it may lead to industrial disputes. The 
problems of the workers may be as safety in terms of indus-
trial accidents may be as bad working conditions, lack of 
3.^o 
adequate welfare facilities like cleanliness, light, pollu-
tion, noise, temperature, ventilation, drinking water, 
canteen ect. The working hours have a relevance to the 
shift in operation in the unit. In all the units of U.P.S. 
E.B. there are three shifts and one general shift from 
10 A.M. to 6 P.M. 
The opinion of workers about the working conditions 
in the unit has been given in the following table . 
Working conditions opinions : 
Table 7.17 showing workers opinion on working conditions. 
Aspects Bothered Bothered Not Percentage 
a lot somewhat Bothered total 
Noise 
Light ing 
Ven t i l a t i on 
Dust, o i l o r 
grease 
r p o l l u t i o n ) 
Smokes or fumes 
Heat or cold 
( temperature ) 
Work room con-
d i t i o n s 
( congestion ) 
69 
07 
10 
58 
28 
17 
07 
17 
41 
14 
59 
62 
10 
10 
14 
52 
76 
03 
10 
73 
83 
100.00 
100.00 
100.00 
100.00 
100.00 
100.00 
100.00 
Sources Questionnaire. 
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About 69?^  reepondentB are bothered about the 
noise in the organisation and only 149^  workers are not 
bothered at all. The conditions of lighting are quite 
good because about 52?5 workers are not troubled. In respect 
of ventilation, temperature and congestion about 75?^  of the 
respondents are not worried. 60?^  of workers are bothered 
somewhat about pollution and smokes or ftimes. It may thus 
be concluded that working conditions in H.T.P.S. are good. 
Job Satisfaction of Workers s 
The attitude of workers towards their assigned 
jobs can be studied from the following table: 
Table 7.18 showing the workers opinion on job satisfaction. 
Nature of job 
light 
Medium 
Hard 
Basy 
Difficult 
Dull 
Pleasant 
Monotonus 
Interesting 
Fumber of workers Percentage of workers 
06 
51 
12 
06 
03 
09 
07 
59 
14 
07 
03 
10 
Total 87 100.00 
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The above said table reveals the workers opinion 
regarding their assigned work. 59^ of the workers reported 
that their v.ork is medium, 149^  of the workers regarded 
their work as hard, 10?^  of workers said that their work is 
interesting and they enjoy while doing the work and only 7^ 
of the workers regarded their work easy and report. . that 
they do not face any problem while doing it. Therefore, it 
can be concluded that a majority of workers are fully 
satisfied with the work assigned to them. 
Workers Opinion About Leave : 
The satisfaction of the workers about the leave 
policy of the organisation can be studied from the following 
table: 
Table No. 7.19 showing the workers opinion about leave s 
Opinion of workers 
Sa t i s f i ed 
Not s a t i s f i e d 
Total 
Table - 7 
Nuirber of ' 
78 
9 
87 
.19 
workers Percentage of 
workers 
90 
10 
100.00 
Source: Questionnaire. 
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The above mentioned table shows that 90^ of the 
workers are satisfied with the leave facility and only 10^ 
of workers are not satisfied with the leave facility. Hence, 
it can be concluded that the workers of H.T.P.S., Kasimpur 
are satisfied with the policy of leave of the enterprise. 
Workers Opinion about Canteen Facilities : 
The workers opinion about canteen facilities can 
be studied from the following table. 
Table No. 7.20 showing the workers opinion on canteen 
facilities : 
Table - 7.20 
Opinion of the workers Number of workers Percentage of 
workers 
Good 
Bad 87 100 
Total 87 100.00 
Sources Quest ionnaire : 
The managanent of H .T .P .S . , Kasimpur runs a canteen 
wi th in the premises . This canteen has s e l f - s e r v i c e . I t i s 
managed by a con t rac to r who s e l l s the item of very poor qua-
l i t y a t h igher rate»100^ of the workers are of the opinion 
t h a t food i tems are bad and the p r i c e s of the items are also 
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h i ^ . Hencef the management should run the canteen and 
provide b e t t e r f a c i l i t y . 
Workers Opinion about Medical F a c i l i t i e s : 
The s a t i s f a c t i o n and d i s e a t i s f a c t l o n of the workers 
about medical f a c i l i t i e s in H.T.P.S. can be seen from the 
following t a b l e : 
Table No. 7.21 showing the workers opinion on Medical Faci -
l i t i e s : 
Table - 7.21 
Opinion of workers Number of workers Percentage of workers 
Sa t i s f i ed 33 38 
Not s a t i s f i e d 54 62 
Total 87 100.00 
Source; Questionnaire. 
The above said table depicts the satisfaction of 
worker regarding the medical facilities provided by the 
H.T.P.S., Kasimpur. 38?5 of the workers are satisfied and 62^ 
of the workers are not satisfied with the medical facilities. 
So, the management of H.T.P.S., Kasimpur must improve medical 
facilities which is of paramount importance for maintaining 
smooth functioning of the enterprise. 
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WorkerB attitude Towards the Cooperatiye Store : 
The attitude of vorkers tovards the cooperative 
store can "be studied from the following table. 
Table No. 7.22 showing the workers opinion on consumers 
cooperative store : 
Table - 7.22 
Opinion of workers Number of workers Percentage of workers 
Satisfied 33 38 
Not satisfied 54 62 
Total 87 100.00 
Source: Questionnaire. 
It is evident from the above mentioned table that 
62?^  of workers are not satisfied with the facility of coope-
rative store, while 38^ expressed their satisfaction. Hence, 
the management should improve the system of cooperative store 
in order to seek worker's satisfaction. 
Workers Attitude towards Housing Eacilitiee: 
The following table shows the workers attitude to-
wards housing facilities provided by the organisation. 
34. 
Table No. 7.23 showing the opinion of workers toward quar-
ters provided by the H.T.P.S.,| Kasimpur: 
Table -17.23 
Opinion of workers Number of workers Percentage of workers 
Satisfied fully 
Satisfied to some 
extent 
Not satisfied 
Neutral 
09 
60 
12 
06 
Total 87 
Source: Questionnaire. 
10 
69 
14 
07 
100.00 
HarduaganJ Thermal Plower Station is a well estab-
lished organisation and providjing housing facilities to its 
workers. It can be seen from ftue above mentioned table that 
69^ of the porkers are satisfi|ed to some extent with the 
housing facilities^10^ are fulpLy satisfied, 14^ are not satis-
fied and only 7^ remain-^ neutral. Hence, it can be concluded 
that majority of workers i.e,,i 695^  is partially satisfied 
with this facility. Thereforel. the ranagement should take 
further effective steps to improve the housing facilities. 
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Wage Structure in H.T.P.S. : 
The wage structure of the workers comprises in 
addition to the basic wages, the payments in the kinds of 
Dearness Allowance, House Rent Allownce, site compensatory 
Allownce and Efficiency Allownce etc. Also the fringe 
benefits such as conveyance allownce, reduction of trans-
port charges, encashment of l.T.C. etc. account total emol-
uments. According to the agreement which vas arrived at on 
April, I, 1984, unskilled, semi-skilled and skilled workers 
were classified into six categ-ories. The basic scale of 
the lowest category was P?. 900 - 15 - 9^0 - 20 - 1040 - 25 
- 1190., while for the highest category of workers it was 
PF. 1650 - 50 - 2000 - 60 - 2240 - 75 - 2690. The salary 
structure of all the six categories of workers can be seen 
in the next pages. 
Category - I j 
900 - 15 - 960 - 20 - 1040 - 25 - 1190 
Runner, Waterman, Watchman, Velder, Electrician, 
Store watchman, Mazdoor, Peon, Cleener, Trolleyman, Liftman, 
Ward boy. Midwife, Medical Coolie, Daee, Watchmen, Aaya, 
Nursing, Attendant and Sweeper etc. 
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Category - II J 
Operating Staff Scale ~ II : 
1000 - 20 - 1080 - 25 -r 1180 - 30 - 1360 
Skilled labour, street lighter, skilled Khalasi, 
Oiler, Velder, Oil engine labour, Coal Attendant,, Coal 
jamadar. Boiler waterman. Plant Attendant, Porter, Store 
Mistri, Store jamadar. Lift attendant, Counter packer, I>af-
tari, Head sweeper. Head Mali, and Machine Operator. 
Category ~ III : 
Scale - III : Skilled Operating Staff : 
1100 - 25 - 1225 - 30 - 1375 - 40 - 1575 
Light vehicle driver, Heavy vehicle driver, Kason, 
Mistri, Siding attendant, Feed pump attendant, Water pump 
attendant, Evaporator, Plant attendant. Coal handling plant 
attendant, Water plant attendent, Repairers, Tibman, Auto-
mobile fitter. Black smith. Painter, Rigger Mechanic, Pulling 
unit and Trailer operator. Mechanical operator. Store Munshi, 
Coal attendent, S.P, turbine operator. Assistant plant ope-
rator. Machine operator, Attendent grade condenser, Pireman, 
Telephone operator. Head guard, and compounder etc. 
34 .^ 
Category - IV: 
Operat ing Staff Grade - I I : 
Sk i l l ed I . T . I . 1200 - 30 - 1350 - 40 - 1550 - 50 -
1800 
Operator , Switch board opera to r , Meeter t e s t e r and 
r e p a i r e r s , Keeter reader , opera to r grade e l e c t r i c i a n s . Auto-
mobile f i t t e r , Automobile mechanic, Diesal Mechanic, Carpenter, 
M i s t r l , Turner cum ve lde r , Black Smith, F i t t e r cum tu rne r / 
M i a t r i , ve lde r , Wironan, Radiographer, Compound a t tendent 
cum d r i v e r . Grinder, Ref r ige ra to r Mechanic, Aircondi t ioning 
Mechanic, Jun ior telephone t e s t e r and mechanic. Turbine 
M i s t r i , Workshop M i s t r i , Boi le r M i s t r i , E l e c t r i c i a n , Cable 
j o i n t r e r , Chargeman, Higher p ressure Velder, Bulldozer d r i v e r , 
and Crane o p e r a t o r . 
Category - V : 
1350 - 40 - 1550 - 50 - 1800 - 60 - 2150 
Locomotive d r i v e r , Shunter d r i v e r . E l e c t r i c a l 
wechanical . Technician g r a d e ; a s s i s t a n t c o n t r o l l e r . Contro-
l l e r tu rb ine board. Con t ro l l e r b o i l e r board, and Pu l l i ng 
and T r a i l e r ope ra to r . 
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Category - YI i 
1650 - 50 - 2000 - 60 - 2240 - 75 - 2690 
Civil lifter, Designer, High pressure velder, 
Jointer, and Chemist grade II etc. 
The above discussion clearly reveals that U.P.S.B. 
B, is paying a handsome amount of salary to its workers but 
the workers are not still satisfied vith the wage structure 
of the board. Therefore, a sample survey of 87 workers 
presents their opinions on wages of H.T.P.S., Kasimpur. 
Workers Attitude Towards Wages ; 
Wage plays a vital role to determine Job satisfac-
7 24 tion,Table - presents the opinion of the respondents in 
terms of degree of satisfaction about their earnings. 
Table No. 7.24 showing the workers opinion on wages: 
Table - 7.24 
Opinion of workers Number of workers Percentage of workers 
Highly satisfied 
Moderately satisfied 63 72 
Less satisfied 24 28 
Total 87 100.00 
Source: Questionnaire. 
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The foregoing table reveals that 7296 of the wor-
kers are moderately satisfied with the wages and 28^ of the 
workers are less satisfied with the wages. Not even a single 
worker is highly satisfied with the wages. It can be conclu-
ded that due to inflationery conditions the workers are dis-
satisfied with their wage. 
In fact, the quality of labour relations in an orga-
nisation is positively correlated to the degree to which its 
workers consider them-selves adequately rewarded for their 
labour. Consequently, bread-and-butter issues such as wages, 
bonus, various allowances like dearness, house rent etc. 
figure almost exclusively in labour - management disciplines. 
Besides wages, the employees of H.T.P.S., Kasimpur also get 
ex-gratia payment. Level of satisfaction with regard to 
ex-gratia payment has been measured with the help of views 
expressed by sample workers. 
Workers Attitude Towards Bonus : 
An idea of workers attitude towards bonus can be 
had from the following table. 
3r. 
Table No. 7.25 showing the workers opinion on Bonus ( ex-
gratia ) t 
Table - 7.2^ 
Opinion of workers Number of workers Percentage of workers 
14 
69 
17 
Satisfied fully 
Satisfied to some 
extent 
Not satisfied 
Neutral 
Total 
12 
60 
15 
-
87 100.00 
Source: Questionnaire. 
Prom the above mentioned table it is clear that 
14J< of the workers ara satisfied fully, 699^  of the workers 
are satisfied to some extent and 17?^  are not satisfied with 
the bonus. This shows that the H.T.P.S., Kasimpur is paying 
fair ex-gratia payment to the workers»Thus an analysis of the 
opinion survey reveals that ma;jority of workers were satis-
fied with pay scales, working conditions. But they are not 
satisfied with welfare measures, social security scheme and 
medical and canteen facilities. Workers however wanted some 
more concessions from the organisation such as : 
l^L 
1) Pair and Impartial allotment of quarters to all workers, 
These quarters should be properly repaired. 
2) The canteen should be run by the manag^nent and food 
be sold at subsidised rate. 
5) Medical facilities should be improved. 
4) More wages and further improved working conditions. 
5) Liberal attitude towards the policy of promotion and 
a comprehensive promotion policy for operating staff 
should be deisgned. 
6) Management should have cooperative and sympathetic 
attitude towards workers. 
Job Security : 
An idea regarding job security of the workers can 
be studied from the following table; 
Table No. 7.26 showing the workers opinion on job security. 
Table - 7.26 
Workers opinion Fumber of workers Percentage of workers 
Yes 87 100 
No - -
Total 87 100.00 
Source: Questionnaire, 
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1009^  of workers are of the opinion that they are 
satisfied with the security of their jobs. This shows that 
the interviewed workers are permanent employees of H.T.P.S., 
Easimpur. 
Workers Participation : 
A joint management council and staff council in the 
different circles of H.T.P.S., representing both the manage-
ment and workers were established in the unit in 1975. The 
objectivess of these councils were, maximum utilisation of 
machinery and manpower, improvement of safety devices, pre-
vention of accidents, minimisation of health hazards, eli-
mination of waste and increase in efficiency. The scheme 
was abolished very soon because neither the workers nor 
management was interested in it. But now, the interviewed 
workers expressed their interest and confidence and they 
opined that it can definitely improve the labour-management 
relations. The workers are of the views that there will an 
opportunity for both workers and management for mutual dis-
cussion which would create an environment of frie.ndliness 
and eliminate the differences to some extent. Such an 
atmosphere will promote labour relations in H.T.P.S. 
In this context, the following table reveals the 
opinions of the workers, whether their suggestions are 
welcomed by the supervisors or not. 
1'5Q 
Table No. 7.27 showing the workers opinions whether their 
suggestions are welcomedby the supervisors or not. 
Table - 7.27 
Opinion of workers Number of workers Percentage of workers 
Always 21 24 
Sometimes 34 62 
Never 12 14 
Total 87 100.00 
Source: Questionnaire. 
The above mentioned table reveals that 62^ of the 
respondents report^ that their suggestions are sometimes 
welcomed by the supervisors, 24?^  of the workers say^  that 
their supervisors always welcome their suggestions and 145^  
are of the view that their suggestions are not welcome by 
their supervisors. Thus, it can be said that the immediate 
supervisors in H.T.P.3., Kasimpur are cordial, cooperative 
but some supeirvisors are arrogant who do not extend their 
cooperation in maintaining harmonious relations with their 
subordinates. 
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Workers Opinion Regarding Management : 
Informations gathered from workers regarding atti-
tude of the management staff, labour welfare officer and 
Manager towards them is as under. 
Table Fo. 7.28 showing the opinion of workers regarding atti-
tude of management staff, labour welfare officers and manager 
towards workers. 
Table - 7.28 
Scale Manag«Dent s t a f f Labour welfare Manager 
No.of 9feLge of No.of %age of No.of %age o: 
workers workers workers workers workers workeri 
Sympa- - - _ - - -
thetlc 
Coope- - - - _ _ « 
rative 
Hard 87 100.00 87 100.00 87 100.00 
Indiffe- - - - - _ » 
rent 
Neutral - - - _ _ _ 
Source: Questionnaire. 
The above mentioned figures show that majority of 
workers are not satisfied with the behaviour of their super-
visors and labour welfare officers. Not even a single wor-
ker expressed favourable opinion about the management and 
reported that the management is hard, indifferent and unsym-
pathetic to workers. There is a lobby of few engineers in 
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H.T.P.S., who are enjoying monopolistic power and exploit 
the workers. Thus, it can be concluded that such opinions 
of workers are not conducive to good labour relations. 
Therefore, management must be cooperative and sympathetic 
towards workers with a view to win their confidence. 
Industrial Disputes t 
The public sector enterprises are supposed to be 
a model employer and to act as laboratories for the experi-
ments of harmonious labour-management relations, thereby to 
substantiate an example to the private sector to follow the 
lead. But in practice this has not happened, if reviewed 
the strikes occurred in the public sector. Therefore, the 
position of strikes in U.P.S.E.B. can be studied from the 
following table 
Table No. 7.29 showing strikes in U.P.S.E.B. 
Table - 7.29 
Year No. of workers Duration of Reason 
involved strikes (Days) 
20 Wage revision 
13 Wage revision and 
promotion 
11 Wage revision 
10 Wage revision pro-
motion and Canteen 
etc. 
1987 100,000 21 Wage revision from 
1974. 
Source*' Questionnaire. 
1970 
1978 
1983 
1986 
60,000 
75,000 
96,000 
100,000 
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It Is evident ftom the table that all the strikes 
involved the reason of wage revision. The longest strike of 
21 days was called on 1987 for the same aforesaid reason. 
Hence, it can be concludea that all the strikes of U.P.S.E. 
B are Involving the reason of wage revision. Therefore, 
the members of U.P.S.E.B. should make efforts to revise 
the wages of the workers. 
Generally, the strikes in H.T.P.S., Kasimpur are 
called on at the state level. But in H.T.P.S., Kasimpur 
some strikes were called on at unit level. In 1984, all 
the workers of H.T.P.3., Kasimpur went on strike for four 
days due to quarrel between the workers and the personnel of 
C.I.S.F. Again in l984, the workers went on strike for the 
same reason. In 1987 the workers of H.T.P.S., went on 
sirike for 5 days due to misbehaviour of management with 
workers. Again, in 1987, the workers went on partial strike, 
on 50-11-1987, only 59 workers observed the strike^on 6-11-89, 
the Bharti Ziranti Eari Balmiki seva dal called on strike with 
the following demands. 
1) Contract labour should be regularised. 
2) The professional work of safei should be assigned. 
The strike was called off on 30-11-89 on the 
assurance of the management that the demands would be con-
sidered. 
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Therefore, it can be pointed out that the workers 
of H.T^P.S., have become habitual of the strikes because 
of management's negligence in redressing their grievances. 
The personal views of workers towards strikes, was 
examined by taking a sample of 87 workers from the unit 
studied: 
The following table reveals the opinion of workers regarding 
participation in strikes. 
Table number 7.30 showing the opinion of workers regar-
ding participation in strikes. 
Table - 7.30 
Opinion of workers Number of workers Percentage of workers 
Yes 87 100 
No. 
Total 87 100.00 
Sources Questionnaire. 
The above mentioned table indicates that 100?^  of 
the workers participated in all the strikes called on by 
the leaders of their respective trade unions. The workers 
do not ranember exact number of strikes and its duration but 
they were active participants in all the strikes. The 
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maximum duration of strike was reported upto 2i days. As 
far as the reasons of the strikes are concerned the workers 
told" the following major reasons, 
a) Higher wages and bonus» 
b) Welfare facilities, 
e) Hostile and indifferent attitude of the top manag«nent. 
Justification of Strikes J 
Table No. 7.31 showing the workers opinion regarding the justi-
fication of strikes. 
Tabl? - 7.?^ 
Opinion of worker Number of worker Percentage of workers 
Jus t i f i ed 87 100 
Unjustif ied 
Total 87 100.00 
Source: Questionnaire. 
It is quite clear from the above mentioned table 
that 100% of the respondents reported that the strikes or-
ganised in H.T.P.S., Kasimpur were justified. The trade 
union leaders supported all the strikes. In all the strikes, 
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there was labour solidarity and therefore these strikes 
were succesefuli. to greater extent because the major demands 
were conceded by the management. All the industrial dispu-
tes resulted in the success of labour class. During the 
survey, the researcher found an agreeeive and indifferent 
attitude of labour and management against each other. Hencet 
efforts are to be made to eliminate this situation and improve 
labour management relations in the unit. 
Table No. 7.32 showing the opinion of workers about the 
improvement of working conditions through struggle : 
Table - 7.32 
Workers opinion Number of workers Percentage of workers 
Strongly agree 
Agree 
Disagree 
undecided 
Total 
21 
15 
30 
21 
87 
24.00 
17.00 
35.00 
24.00 
100.00 
Source: Quest ionnai re . 
Prom the above mentioned t ab l e i t i s evident tha t 
359^  of workers do not agree 24^ are agree with the s t a t e -
ment t h a t s t ruggle improves the working cond i t ions . 
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UsefiLllpesa of strikes in raising their wages : 
Table No. 7.33 showing the opinion of workers regar-
ding useful ness of strikes in raising their wages i 
Table - 7.33 
Workers opinion Number of workers Percentage of workers 
Strongly agree 
Agree 
Disagree 
undecided 
75 
09 
03 
• 
Total 87 
87 
10 
03 
100.00 
Source: Questionnaire. 
The above mentioned table shows that SlfC of the 
workers strongly agree that strike* , is the only weapon which 
helps them in raising their wages. While 3?^  are against the 
usefullness of strikes. 
Strikes as a demonstration of labour strength : 
Table No. Y.34 showing the workers opinion regarding strikes 
as a demonstration of labour strength. 
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Table - 7«34 
Opinion of workers Number of workers Percentage of workers 
Strongly agree 75 86 
Agree 12 14 
Disagree 
undecided 
Total 87 100.00 
Source: Questionnaire. 
The above mentioned table shows that 86% of the 
respondents are 6f the opinion that strikes are the only 
effective instrument to demonstrate labour strength while 
only 14% of the workers are against this thinking. Hence, 
majority of workers knows that strike is only a means to put 
pressure on management towards workers problems. 100% of the 
workers are against management because the management of 
H.T.P.s., Kasimpur aoes not give a proper recognition to its 
labour. Hence, the workers reported that there would not be 
any improvement in labour relations if the workers repre-
sent their cases directly and not through trade unions. They 
have also reported that direct representations of their 
cases will further aggravate the situation and the labour 
relations would become much more poor. 
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Divergent Interests of Baployer and Bpployees : 
Table No. 7.35 showing the workers opinion regarding 
divergent interests of employer and employees : 
Table - 7.3^ 
Opinion of workers Number of workers Percentage of workers 
Yes 59 45 
No 48 55 
Total 87 100.00 
Source: Questionnaire 
It is clear from the above mentioned table that 
55% of the workers are of the view that the interests of 
employer and employee are not divergent and the cooperation 
between the two is possible. While 45% of the respondents 
think that interests of employer and employee are indiffe-
rent and therefore they can not cooperate each other. Hence, 
it can be concluded that majority of workers are interested 
to extend cooperation to the management. 
Workers and Trade Union : 
The unions in the Kasimpur power house are local 
and affiliated to federations of Uttar Pradesh-There are 
four unions of the workers : 
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1) Uttar Pradesh Rajya Vidyut Parishad Abhiyanta Sangh. 
2) Hydro-electric fflnplcyees union ( Pandey group ), 
3) Hydro-electric employees union ( Misra ). 
4) Uttar Pradesh Bijli karamchari sangh. 
The general body of each union elects representa-
tives for the executives which in turn elects office bearers 
comprising 9 to 12 by direct method according to needs. The 
office bearers of each union comprise a president, 4 vice-
president^ 2 working president, 1, secretary, 4 deputy sec-
retories, 4 organising decretories, 1» office secretGiry 
cashier and auditor. 
All the unions collect Rs. 2/- as monthly subscription 
from each member directly. Money thus collected is deemed 
as their general fund. All the unions are organised by 
outside leaders of AITUC, HMKP, INTUC, B.M.S., the office 
bearers of which are from amongst the workers. These unions 
are affiliated to their respective apex body to which they 
pay Rs. 1/per member annually as membership fee. In return, 
the member union during the strikes gets guidence, moral 
support fi^m their apex body and its local members participate 
in the strikes.out of these the vidyut Mazdoor Sangh is the 
most active union with 900 members. The other unions are 
comparatively less active. They are also having their member-
ship ranging from 500 to 800. 
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Therefore, in this unit it was found that workers 
were highly organised. But the unions expressed dissatisfa-
ction in regard to sanction of dues and normal rights of 
workers in the power house. The approach of the managenent 
is not cooperative with the unions in response to entering 
into negotiations for resolving grievances. But the unions 
want to maintain cordial relations between workers and mana-
gement in the unit. 
The sample survey of the workers in respect of 
trade union consciousness in the Kasimpur power house also 
provides some characteristics of trade unionism.Out of the 
total respondents (87), IOO9S were found as members of their 
respective unions. It shows that the workers in the public 
sector enterprises are highly unionised. Again their opinion 
regarding two union system is more preferable from the point 
of keeping leadership active in the sense of competition 
between the two unions. 
The following table shows the opinion of workers 
towards the membership in the union. 
Table No. 7.36 showing the opinion of workers regarding their 
membership of trade union : 
Table - 7.36 
Workers opinion Number of workers Percentage of workers 
Yes 87 100 
No - -
Total 87 100.00 
Soureei Questionnaire. 
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The above said table reflects that 100^ of the 
workers of H.T.P.S., Kasimpur are the members of trade unions. 
In this unit there are four trade unions affiliated with 
central federations. All these unions are recognised by the 
H.T.P.S.-The workers reported a number of reasons for joining 
the trade unions, like, to get an adequate wage and bonus, 
to protect themselves from victimization and to have a labour 
unity and solidarity etc. Only few workers changed their 
menbership from one union to other. Hence, it can be conclu-
ded that, the role of trade unions in H.T.P.S., Kasimpur is 
always cooperative to the labour. 
Workers visits to trade unions : 
Table No. 7.37 showing the workers opinion regarding 
their visits to union office: 
Table - 7.37 
Workers visits Number of workers Percentage of workers 
Daily 21 24 
Weakly 
Occasionally 66 76 
Never 
Total 87 100.00 
Source} Questionnaire. 
3t)j 
The above said table reveals that 16% of workers 
visit union office occasionally, while 24^ of workers visit 
daily. Hence, the workers of H.T.P.S., Kasimpur want to 
stabilise unions further so that they could represent their 
problem in a much better and powerful way. As far as the 
grievances of the workers are concerned, they reported that 
generally they represent their problems to their supervisors, 
and if they are not resolved by thaoa then they seek the help 
of trade union leaders. 
Representation of Grievance : 
Table No. 7.38 showing the workers opinion regarding 
representation of their grievances* 
Table - 7.38 
Workers opinion KTiunber of workers Percentage of workers 
Persona l ly 57 66 
Union or s t a f f council 30 34 
Total 87 100.00 
Source: Ques t ionnai re . 
The above mentioned t a b l e r e f l e c t s tha t 669S of 
workers r ep re sen t s t h e i r gr ievances persona l ly to t h e i r su-
p e r v i s o r s and 34^ of repondents represent through union. 
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Work done by the Workers for the Union : 
Table Ho, 7.59 showing the work done by the workers 
for the union: 
Nature of work done 
Collecting Fund 
Attending general 
body meeting 
Table - 7, 
Number < 
workers 
12 
24 
Participating in 12 
discussion at meeting 
convassing support 
unions 
Talking about the 
union with other 
employees. 
Total 
for 21 
18 
87 
r?9 
5f Percentage of 
workers 
14 
27 
14 
24 
21 
100.00 
Source: Questionnaire. 
It is clear from the above said table that 27?^  of 
workers attend general body meeting and participate in dis-
cussion, 14^ of the workers collect funds for the union. 
Hence» it can be concluded that each member of the union is 
doing some work for the union which shows a solidarity in 
the labour force. 
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Usefullpess of Trade Union : 
Most of the workers expressed faith and confi-
dence in their unions and leaders as is clear from the 
following data. 
Table No. 7.40 showing the workers opinion regarding useful-
ness of trade union: 
Table - 7.40 
Workers opinion 
Very useful 
useful 
Moderately useful 
S l i gh t l y useful 
Not a t a l l useful 
Tot« 
Numb 
a 
er of 
60 
12 
-
09 
06 
87 
workers percentage of workers 
69 
14 
-
10 
07 
100,00 
Source: Questionnaire. 
The above mentioned table shows that 69?^  of workers 
are of the views that the trade unions are very useful in 
representing their demands. While 7?^  of workers view that 
unions are not at all useful. But it can be concluded that 
majority of workers considered the un:^ ons very useful and it 
plays a significant role in bringing labour solidarity. 
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Union fulfil^ ,' the Interest of Leader not Labour : 
An idea about the functioning of union and their 
interest in the fulfilment of the demand of workers can be 
had from the following table: 
Table No. 7.41 showing the opinion of workers regarding that 
union fulfills the Interest of the leaders not the workers: 
Workers opinion 
Strongly agree 
Agree 
undecided 
d i sagree 
Total 
Table -
Number of 
12 
12 
15 
48 
87 
• 7.41 
workers Percentage of workers 
14 
14 
17 
55 
100.00 
Source: Questionnaire. 
Prom the above said table it is evidert that 55/^  
of the workers disagree that the union fulfills the interest 
of its own leaders and not af the workers. While 14?^  of 
workers agree with the above argument. Therefore, it can be 
safely concluded that majority of workers think that union 
patronises the workers and safeguard their interest. 
Preference for one Union or two Union : 
The opinion of workers regarding on^ union or two 
union can be seenfrom the following table. 
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Table No. 7.42 showing workers opinion regarding their pre-
ference to one union or more than one union : 
Table - 7.42 
Workers preference Number of workers Percentage of workers 
One union 75 86 
More than one union 12 14 
Total 87 100.00 
Source: Questionnaire. 
It is evident from the above said table that 86^ 
of workers like only one union while 14^ think for more than 
one union. In this regard it can be concluded that great 
majority of the workers is against the multiplicity of trade 
unions and they suggest only one or two unions in H.T.P.S., 
Easimpur. 
Success of the union : 
Table No. 7.43 showing the workers opinion regarding the 
success of the union in the past : 
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Table - 7,43 
Opinion of workers Number of workers Percentage of workers 
Successful 78 90 
P a r t l y succeesful 09 10 
Unsuccessful 
Total 87 100.00 
Source: Questionnaire. 
90^ of the workers reported that the unions were 
successful; in the past while 10^ said that unions were partly 
successful, y hence, i"t can be concluded that in maximum 
cases the unions were successful. The justified demands, 
solidarity of workers and capable leadership are the factors 
which made the union more successful. The workers of H.T. 
P.S., Kasimpur were found ready to contribute more to the 
union if it gets them higher wages which is the need of the 
day. 
Workers Confidence in Union Leaders : 
Table No. 7.44 showing the workers confidence in union 
leaders : 
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Table - 7.44 
Confidence Number of workers Percentage of workers 
Yes 
No 
Total 
72 
15 
87 
83 
17 
100.00 
Source: Questionnaire. 
The above mentioned table shows that 839^  of the 
workers are having confidence in union leaders while 17^ 
are not having confidence in union leadership. Thus, it 
can be concluded that majrity of workers has faith in the 
leadership of the trade unions but the workers are dissatis-
fied from its functioning. Therefore, for the successful and 
efficient working of the unions, workers suggested. 
1) that leaders of the unions should be well educated, 
disciplined, quick decision maker, tactful and polite. 
2) that all workers should elect their favourite leader and 
have faith and confidence in his leadership, 
3) that the union must fight for Justified demands and 
labour problems. 
4) that there should be only two unions representing inte-
rests of all workers. 
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5) that the eubecription of workers should be increased 
and the union should provide some welfare and recrea-
tional facilities to its workers. 
Conclusion : 
To sum up the case .study of H.T.P.S., Kasimpur, 
it can be safely concluded that it employees more than 4000 
workers and is a giant public enterprise of Uttar Pradesh 
government. The survey of this unit revealed that inspite 
of good working conditions, wages and other facilities, 
labour relations were not harmonious due to activities of 
multiple trade unions, indifferent and hostile attitude of 
management and dissatisfaction among the worlesrs. The workers 
reported that management does not take any notice of their 
problems and grievances. No welfare measures have been 
taken by the management so far and hence the managasent ex-
ploits the workers. Merchant Vijay ( 1970 ) in this context 
rightly remarked that anployers and employees can be one if 
employers are prepared to treat labour as humanity not me -
rely as means of production. It calls for understanding, 
consideration, patience and radical change in the outlook 
of the employers. 
Although H.T.P.S., Kasimpur has two labour welfare 
officers and one senior personnel officer and two personnel 
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officers, but it is a matter of concern to note that these, 
officers are working as legal officers. The only responsibi-
lity of these officers is to attend the hearing dates as 
fixed by the courts whenever they are called for justice by 
any worker and pursue the cases of the enterprise in the 
labour courts. All the functions of personnel department 
and industrial relation department are performed by a super-
intending engineer ( Head quarter ) who does not possess any 
professional knowledge in the field. Therefore, it is sug-
gested that personnel officers must be entrusted with the 
functions of labour problems which can improve the condition 
of labour relation. Further more, the scheme of workers 
participation in management should be implemented in a proper 
spirit and the workers views should be given due recognition. 
At present, the workers are so agreessive against the manage-
ment, if this situation is not checked may explode and can 
create many labour problems. Therefore, the management of 
H.T.P.S., is advised to recognise the workers as permanent 
employees as they are. They should be given a status of 
an employee and not the illiterate workers of downtrodden 
sections of the society. The hierarchy of power among engi-
neers should be abolished as early as possible other wise 
there can be a civil war between technical and non-technical 
employees of H.T.P.S. 
CHAPTER - VIII 
SUMMARY AND CONCLUSION 
37J 
S^MARY__A5B__CqKClUSiqN 
This cliapter presents a summary of the salient 
findings and suggestions of the research work entitled "A 
study of labour relations in the Uttar Pradesh state public 
enterprises'labour relations refer to the activity whereby 
the employer and the employees decide the terms and condi-
tions at which the labour works for entrepreneur. In a chang-
ing industrial environment of the modern era, this activity 
needs to be dynamic. Labour relations involve attempts to 
find constructive solutions between conflicting objectives and 
values, in the complex modern industrial society, the labour 
relations is defined as the complex of inter-relation?? among 
workers, management and government. The government in fact 
exercises the role of reteree or umpire m the entire process 
of labour relations. Although labour relations m the Uttar 
Pradesh state public sector have generally been harmonious in 
comparison to the private sector, it has not been as good ae 
expected. 
The concept of labour relations has its own special 
connotation to each individual concerned with employee-emplo-
yer relations. The concept of labour relations has been used 
in this thesis as the relations that exist in and grow out 
of the employment in an enterprise. Since, the employer, 
employee together constitute an industrial organisation, the 
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term "labour relation" signifies employer-employee relations. 
However, the concept of employer-employee relations existed 
in some foim or other, ever since mankind started employing 
others. But in the olden times, business enterprise was small, 
contacts between labour and entrepreneurs were direct, per-
sonal and close, it was quite convenient to handle the 
problems of the workmen. 
Growth of large scale industries created large volume 
of employment, where a large number of workers are employed. 
As a result, the contact between workmen and entrepreneurs 
becomes impersonal and creates a feeling of . lack of personal 
contact and confidence. The foundation of good labour rela-
tions is based on mutual goodwill and trust which has been 
replaced by antagonism, hatred and mutual suspicion, consequen-
tly, the working force recognised their weakness in individxially 
negotiating their problems with employers.* They started to^tab -
lish trade unions to strengthen bargaining power and to 
safeguard their socio - economic interests. Industrial 
dispute has become a struggle between the labour and management 
which are struggling for getting more share of the produce. The 
managerial staff is professionally educated with elite 
occupational family and started their careers in a higher rank. 
The labour force is drawn from rural areas and belongs to 
socially and economically backward classes and castes. There-
fore, there exist two social groups of classes in the 
modem industrial environment. 
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The members of managerial staff get salaries which 
are more than their actual contribution to the production. 
But the labour who makes obvious and tangible contribution to 
production is not adequately rewarded. Hence this is the 
cause of conflict and frustration between these two groups. 
The attitude of vorkers is to get more remuneration for their 
work in order to have a better standard of living. But the 
employers try to minimise the cost of production by restricting 
wage increases. Hence, the economic interests of these two 
groups are so divergent that the industrial peace can not exist . 
Such a state of affairs is responsible for mutual distrusts, 
poor morale, industrial disharmony, and general dissatisfaction. 
The discontentment of vrorkers about working conditions and wages 
are the important factors affecting labour relations. 
Apart from the working conditions, the provision of 
welfare facilities also affects labour management relations. It 
has been observed that working conditions are of least import-
ance for the members of managerial staff. The officers have 
separate office rooms in a separate administrative building 
which are far away from the production centres and care is 
taken for its proper maintenance with respect to the working 
conditions. Furthermore, the management gets special welfare 
facilities vHile a very little attention, however, is paid to 
welfare measures and working conditions for labour. 
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The matters relating to internal mobility such es 
transfers, promotions and demotions also cause discontentment 
amon^ the working force. The criteria for promotions and 
trano:fere has to be clearly defined. 
The chapter second deals with the growth and deve-
opB nt of publi s sector enterprises in the state of Uttar 
£i -deeh. 
The public sector in Uttar Pradesh has taken rapid 
strides in recent years. There were 1? public sector units 
in 1970, but their number stands at 61 in March 1987. The 
investment in these public sector enterprises has eqcceeded 
8s. 7487crores. Unlike the centrally sponsored public 
sector enterprises the Uttar Pradesh state enterprises are pre-
dominantly in the sphere of developmental activities. The 
manufacturing enterprises exist today in the field of sugar, 
textile, cement, turpentine, agro and rosin. The service 
enterprises cover the electricity board, Housing Board, Road 
Transport Corporation, Varehousing Corporation and Food 
and Essential Commodities Corporation and Nalkoop Nirman 
Corporation. 
The Financing and Industrial Development Corpora-
tion comprisesof the Finance Corporation, PICUP, industrial 
development corporation, Panchayati Raj Finance corporation 
and Industrial consultants. At present in Uttar Pradesh the 
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state public enterprises comprise 3 Energy enterprises, 8 
manufacturing, 8 service, 3 Financial assistance, 17 Sectoral 
Development, 12 Area Development, 5 Minorities and weaker 
sections enterprises and 5 Construction units. Out of these 
61 enterprises, 13 units are having investment of [?s. 0-50 lakhc, 
9 units 50-100 lakh, 23 unite 100-1000 lakh and 16 units 
are havicg the investment of R'. 1000 and above. 22 enterpriset 
are providing employment to below 100 people, 13 units to 100 
500 people, 9 units to 500-1000 people 8 enterprises to 1000 -
2500 people, 4 units to 2500 - 5000 people and 5 enterprises 
are providing employment to 5000 and above number of people. 
At the end of 1987, the Uttar Pradesh state public sector has 
provided employment to about 21 lakh of people. In 1986 - 87, 
U.P.S.B.B., Uttar Pradesh Rajaya Vidyut utpadan Nigam Limited, 
Uttar Pradesh state sugar corporation, U.P.S.R.T.G., Uttar 
Pradesh Jal Nigam, PICKUP limited, U.P.S.T.C., limited, Uttar 
Pradesh cement corporation limited, U.P.H.D.B., and U.P.F.C, 
were selected top ten organisations in terms of deployment of 
funds. Thus, it can be said that the Uttar Pradesh state 
public sector has acquired a key place in the industrial spec-
trum of Uttar Pradesh. 
The chapter third of the study examines the labour 
legislations in Uttar Pradesh, It has revealed that the 
gOTBrnment has enacted so many labour legislations to improve 
the plight of the working force. But merely legislation of 
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laws is not every thing. Its implementation is important 
which has been ignored by the government. No doubt, labour 
legislations are very much comprehensive but the government 
could not constitute an effective and efficient machinery 
with a view to prevent violation of laws. It was observed 
during the work that the conditions of employment are some 
what better in the Uttar Pradesh state public sector enter-
prises than the private sector enterprises. Therefore, the 
employment conditions guaranteed in labour legislations have 
been provided to labour. 
The state intervena as a third party by enacting 
laws to regulate labour relations in the interest of indust-
rial peace and development. Such enactment, provides a stable 
and equitable framework for labour relations and is therefore, 
of great significance. The general feeling is that the legal-
istic approach has led to some confusion in the structuring 
of the labour relations system instead of providing a stable 
and equitable framework for labour relations. Harmonious 
labour relations cannot be expected by forcibly preventing 
workers from striking work or employer from declaring lockouts, 
because for cordial labour relations a voluntary cooperation 
is needed. The respondents held the view that a combination 
of factors viz, adequate salary/wages, welfare measures and good 
working conditions and better terms of employment and internal 
mobility could lead to harmonious and cordial labour relation. 
Xa order to maintain harmonious labour relations system labour 
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legislations play an important role. These legislations are 
of vital significance for modern industrial development. It 
not only protects the socio-economic interest of labour but also 
is an effective instrument to tackle labour problems and 
pave the way for maintaining cordial labour relations. It 
is disheartening to note that poor labour class was delibera-
tely ignored by the successive regimes before and after 
independence. Thus, the lot of the workers could not be imp-
roved through legislations. However, it can be inferred that 
numerous labour laws have been enacted in Uttar Pradesh on 
the similar pattern of central laws* 
In this context, it is an established fact that mere 
legislating of the labour will not ameliorate the plight of 
industrial workers unless they are implemented in the right 
direction. Hence, need of the hour is to implement t'em pro-
perly with a view to ensure desirable protection to the workert. 
For the efficient implementation of labour legislations 
it is suggested that a separate machinery of Judicial 
Magistrates be constituted for evaluation and functioning of 
these laws in the state's labour department. This machinery 
must be aware of socio-economic and technological develop-
ments so that the existing laws may be amended in order to 
meet the changing requirements of the workers. If these mea-
sures are undertaken/industrial peace in the state will be 
maintained. The study of labour relations in Uttar Pradesh 
state public enterprises has revealed that inspite of enacting 
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almost all labour legislations in order to safeguard the 
socio-economic interest of workers and maintain cordial rela-
tions between management and labour, still the workers have been 
deprived and exploited which is leading to very strained la-
bour relations. The indifferent, and arrogant attitude and 
dictatorship of management towards workers and imprudent ad-
ministration of labour have been greatly responsible for 
industrial unrest and disharmony in the state's public sector. 
These poor labour relations retard' "• the development and 
growth of the Uttar Pradesh state public sector enterprises. 
Therefore, the management and labour are advised to regard 
themsalves as productive partners of their unit and should 
cooperate each other because cooperation is not exhibited in 
the Uttar Pradesh state public sector undertakings which has 
raised the significance of the present study. 
The chapter fourth deals with the growth of trad 3 
unionism in Uttar Pradesh. The study highlights the signi-
ficance and functions of trade unions in the state. Trade 
union exists to protect the individual workers from exploita-
tion and to advance generally the social wellbeing of the 
workers. The public sector enterprises of Uttar Pradesh are 
completely unionised. 
At present there are 5102 trade unions affiliated 
with different federations with a total membership of 12,52,435 
members. There are nine state federations in Uttar Pradesh. 
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The central federations give affiliation to the trade unions 
with a view to demonstrate the solidarity of labour community 
in the state. All the concern federations support their 
member unions in strikes and also in other matters involving 
the interest of the workers. The elections to its different 
offices take place on the annual basis through secret ballot. 
Membership is voluntary and the monthly or annual subscription 
fee is collected from the members^ Which is the largest 
source of unions income, but due to low membership fees, 
financial conditions of unions are poor. The labour-unions 
relationship in public enterprises in Uttar Pradesh can be 
assessed by ascertaining the nature and extent of workers par-
ticipation in unions activities as well as the factors affec-
ting participation. The majority of workers have participated 
in the unions activities voluntarily and the majority of leaders 
believes this. Contributing and collecting fxinds for the 
unions was the most popular activity, followed by taking part 
in strikes and dhamas. The workers and leaders assigned the 
same ranks to, apart from fund-raising, attending general body 
meetings, visiting unions offices, and convassing for the 
unions and its office bearers. The leaders are out of touch 
with their followers on the remaining issues. Thus, on an 
average it can be said that the unions are maintaining cordial 
relationsl^ip with their members in the state. In some cases 
the interest of the workers has been ignored due to outside 
union leadership, which has made the workers confused. 
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The outside leadership of the trade unions in the 
hands of external persons has infuriated the management. 
Multiple unionism appears to be having an impact on the 
labour relations. Firstly, it affects the organisational 
structure of trade unions and secondly, it makes labour rela-
tions unstable by countracting against the other unions and 
resisting the implementation of any agreement reached between 
the management and the rival unions. Multiple unionism has 
created the feelings of mutual distrustst non-cooperation and 
suspicion sunong the leaders. In its attempt to demonstrate 
its strength to the rivals, a particular union may take 
recourse to illegal strikes or work stoppages or follows vio-
lent tactics to sabotage the strike call of its rivals. Apart 
from the serious loss to the company's profit, the actions of 
unions cause nothing but hardship to thousands of employees. 
The management of public sector is afraid of union leaders, 
that is why it avoids to conduct the meetings of works commi-
ttee, joint management councils and staff councils. The 
leaders of unions complained the indifferent attitude and 
hostile behaviour of management. But the study leads to con-
clusion that management as well as union leaders are respon-
sible for creating these differences. Hence, the management 
should try to win the confidence of the labour leaders and the 
leaders should extend their due cooperation for the purpose. 
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The trade unions in the state could not undertake 
any welfare scheme for the workers due to poor economic 
conditions. Some unions do not even establish their offices 
and are functioning on the roads. The management also does not 
extend any support to the trade unions. Therefore, the reser-
cher suggests that management should extend its due coopera-
tion for the successful functioning of the unions by providing 
some financial help annually with a view to improve their 
economic conditions. Simultaneously, the management must make 
strenous efforts to eliminate the weak unions and must grant 
its recognition to only one or two unions in a unit. Besides 
this,the leaders of the unions should follow the principle of 
"honesty is the best policy". The creation of such a congenial 
atmosphere may help in harmonising the relations between mana-
gement and labour. And the issues before taking a turn of 
strike may be resolved amicably and mutually. The trade unions 
are facing numerous problems such as poverty and selfishness 
of workers, castes influence, migration of workers, political 
involvement and absence of internal leadership. Therefore, the 
urgent need of day is to help the workers in organising them 
effectively and strongly. In this respect, the public sector 
has bilateral role to play. These public sector units are to 
emerge as a model employer and hence, they should evolve the 
ways and means for the proper development of trade union? and 
provide them opportunities of training, leadership and education. 
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In the chapter fifth industrial disputes history and 
disputes causes ( as perceived by the workers, executives 
and union leaders ) have been examined. The frequency and 
severity of disputes in Uttar Pradesh have been studied. The 
study reveals that the rate of industrial disputes in Uttar 
Pradesh is higher due to so many reasons like demand regarding 
increase in wages, bonus, good working conditions, improved 
welfare facilities and non-cooperative and inhuman attitude of 
management. A review of industrial disputes clearly shows that 
economic causes have been responsible for the strikes. Among 
non-economic causes ( causes which are not directly connected 
with industry ) political causes have been the most important. 
It was also found that many work stoppages took place due to 
inter-union rivalries. Thus, by and large the industrial dis-
putes in Uttar Pradesh have centred round the economic causes, 
closely followed by non-economic factors. 
In Uttar Pradesh state, there were 88 disputes 
during 1987 - 88. On account of these industrial disputes 
the number of workers involved was 46, 463 and the mandays 
lost were 17.08 lakh. The demand for increase in wages, more 
dearness allowance,better service facilities and good socio-
economic status were the major reasons responsible for indus-
trlsil disputes in the atate. Now, the workers have realized 
their importance and regard themsalves as a precious asset of 
the enterprise and therefore they demand better socio-
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economic standard. Today, they are not ready to accept that 
they are downtroden sections of the society but they feel 
themsalves as a productive partner of the enterprise and hence 
they claim equal sharing in the increased productivity which 
the management resentsand resiststhe fight of the labour. 
Hence, the labour is helpless to protect them-selves from the 
educated and arrogant Managers of the public sector undertakings. 
However, some disputes were settled by conciliation 
and adjudication but their performance was not satisfactory 
because it took long period of time ( i.e., from six months to 
one year ) in the settlement of disputes. This could well pro-
ve to be a major handicap in the future growth of harmonious 
labour relations in the public sector enterprises of Uttar 
Pradesh. It has also been observed that both workers and union 
leaders prefer collective bargaining and conciliation machinery 
for settlement of industrial disputes. That is why collective 
bargaining has been perceived as the corner stone of labour 
relations. But the management feels that the unions, at the 
basis of their collective strength could sabotage any process 
of conciliation at will and covild change the course of negotia-
tions in any direction they desirev . However, the majority 
of executive was optimistic about the future of collective 
bargaining in the Uttar Pradesh state public sector. Therefore 
it can be pointed out that the industrial situation in Ustar 
Pradesh at present gives no serious cause for alann and can 
even be called exceptional in its normalcy, there are some deep 
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undercurrents of d issa t i s fac t ion and mutual suspician that 
could prove corrosive to the indust r ia l climate of the s t a t e . 
I t i s suggested that management of public sector should prove 
as a model employer by providing some additional f a c i l i t i e s 
to workers l ike implementation of comprehensive recreational 
and welfare facilities^promotion of sports , establishment of 
cooperative stores and medical centres, launching the schemes 
of education and t ra in ing, implementation of the scheme of wor-
kers par t ic ipat ion in management, development of b ipa r t i t e and 
t r i p a r t i t e consultative machinery, improving working conditions 
and formulating standing orders and const i tut ing production, 
sa les , safety, welfare, provident fund, and staff committees 
and councils e t c . These measures if undertaken can minimise 
the indust r ia l unrest to the maximum extent and can go side by 
side in improving labour-management r e la t ions . Any labour 
problem if emerges would be se t t led mutually and no help of 
th i rd party will be required. Therefore both management and 
workers must cooperate and act in a way to keep peace and 
harmony in the public sector in order to substantiate the 
example of model employer which would consequently resul t 
into harmonious labour-management r e la t ions . 
Workers par t ic ipat ion in management i s assumed to 
encourage workers to contribute to corporate goals. Their 
sharing in decision making process of an indust r ia l organisa-
t ion create^a sense of belonging to the orgar isa t ion. Their 
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participation may be direct or through their representatives 
at appropriate levels in the entire range of managerial 
actions. The idea of workers participation has been getting 
greater acceptance throughout the world and this concept has 
become an integeral part of the government's labour policy in 
India. The Uttar Pradesh state public enterprises implemented 
this scheme in the forms of works committee and joint manage-
ment councils. But this scheme could not achieve the desired 
objective due to various reasons^ such as absence of the total 
employee participation, delay in implementing decisions^lack 
of officer's participation, lack of authority and responsibility 
for implementing decisions,emphasis only on welfare issues in 
the forums etc. At present, there are 236 shop councils 
and A6 joint management councils in the Uttar Pradesh state 
public sector. As in the light of experience of tne working 
of last scheme, a new scheme has been evolved on the patterns 
of the contents of scheme issued by the government of India 
during 1983» as applicable to public sector undertakings. The 
new scheme ensures direct participation at all levels and in 
the work related area, the necessary authority linked with 
responsibility to the participative forums, lateral and vertical 
linkage within and outside these work related participative 
forum interms of information sharing, consultation and decision 
making as well as establishing through consistent training, a 
cultural orientation of mutual trust and belief, problem solving 
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approach, ownership of responsibilities and awareness that 
participation is a process and not a means. But this scheme 
is not in vogue in Uttar Pradesh state public sector enter-
prises. Therefore, it can be said that the scheme should be 
implemented in the state public sector undertakings with a 
view to create a congenial atmosphere, free of turmoil, mutual 
distrust,&friction in order to maintain harmonious labour rela-
tions. 
The chapter sixth has been devoted to examine the 
labour relations in Uttar Pradesh state textile corporation, 
Kashipur spinning mill. The survey of this unit reveals the 
actual situation of labour relations. The presence of strong 
trade union in U.I.S.T.C., Kashipur is responsible for maintai-
ning harmonious and healthy labour relations. A critical eva-
luation of the policies and practices at Kashipur with regard 
to recruitment, training and promotion etc. shows that their 
overall impact on the level of job staisfaction and as such 
on the state of labour relations. The management of U.I .S.T.C, 
Kashipur has taken the leaders of trade unions into confi-
dence in such matters and wherever needs arise to make changes 
in policy matters and necessary changes have been brought 
through mutual discussion. Thus, labour force was fully 
satisfied with the management policies. Moreover, it can be 
suggested that trained persons should be recruited in U.P.S.T. 
C , Kashipur. In the selection committee, members from the 
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minority group should be included and for the selection of 
middle level technicians^a member of state public service 
commission should also be included in the selection committee. 
I^ regards to training^ there are separate training 
programmes for workers and officers in the unit. On successful 
completion of one year training the workers are promoted in 
accordance with the framework of each section as in the ring-
frame, doffer, piecer, helper and the jobbers. Generally, the 
workers in the unit are not transferable from one unit to other 
Since inception of the Kashipur unit only 20 workers were sepa-
rated on various charges in different years. The standing 
orders of U.P.S.T.C, Kashipur provide' guidelines for train-
ing, evaluation, promotion and transfer. The terms and condi-
tions of transfer should be specifically clarified to the 
workers. Indiscipline was found rampant during the survey 
and therefore, such cases should not be tolerated and it is 
suggested that indisciplined workers must be separated after 
adopting a democratic procedure. It is also suggested that 
there should be a channel of hearing the grievance from the 
lower level to top level. 
It is a common experience that financial matters have 
significant impact on the quality of labour relations. The 
wage policy of this unit is guided by the head quarter at 
Kanpur. However, a constructive step in reducing the gap bet-
seeto the highest and lowest cadce workers has been made. 
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Besides pay, the workers also receive fringe benefits of variovs 
kinds suchseD.A.^.R.A., washing allowance, night shift allowar-
ce, reimbursement of school fees and exgratia and production 
bonus etc. The study of U.P.S.T.C, Kashipur reveals a moderale 
satisfaction of workers regarding their wage and earnings. There-
fore, the government should revise their wages in order to 
maintain good standard of living. 
In U.P.S.T.C, Kashipur the provisions of social se-
curity are not satisfactory. Death relief fund, provident 
fund, family pension scheme, group insurance and advance againrt 
salary are the main provisions in the social security scheme. 
Provisions concerning social security in various acts must be 
exhibited in Hindi and Urdu at a conspicious place in the unit. 
Effective enforcement of Factory's Act, and standing orders 
have regulated the working conditions. The workers compensa-
tion fund was founded and many claims were made against it 
in the Kashipur unit. But delay in paying claiirs was found to 
be a common complaint of the workers. To make this scheme 
more efficient, it is suggested that immediate steps must be 
taken to bring the mills of U.P.S.T.C, under the jurisdiction 
of employees state insurance corporation. 
Effective enforcement of Factory's Act, and standing 
orders have regulated the working conditions. Humidification 
temperature, noise, working in night shifts and increasing 
number of accidents have resulted in labour turnover. The 
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statutory provisions for safety are adequate but require 
effective enforcement. safety education must be imparted 
to the workers and supervisors. publicity of safety should 
be undertaken through the display of films, posters, conduct-
ing safety meetings of the labour and the supervisors, safety 
awards, suggestions schemes and so on. The management of 
this unit should also make the provisions for some additional 
incentives both monetory and non-monetory to the workers ex-
posed in performing hazardous jobs and in night shifts. An 
annual rewarding system should also be introduced for the 
workers who are safely performing their hazardous jobs. 
In the U.P.S.T.C., Kashipur unit identical standard 
of the welfare provisions was found. The management has 
provided sanitory facilities, rest shelters, first aid ambulance 
rooms, family planning and welfare, housing, recreation, workers 
education programme, educational facilities for children etc. 
There is cooperative store and fair price shops to supply cheap 
essential commodities in Kashipur. The security personnel, 
drivers and peons in U.P.S.T.C., Kashipur unit are provided 
uniforms, umberralas, gun boats, torches etc. The Kashipur 
unit has canteen but with poor conditions. The furniture is 
not good looking and the commodities of poor quality are sold 
and that too on higher prices. A majority of workers is not 
satisfied with the canteen. Therefore, the canteen mus* be 
run by the management and reasonable prices should be fixed for 
all the commodities. The canteen in the unit must be well 
ventilated, lighted and large enough to avoid overcrowding 
so that the workers may feel relaxed. In the case of health 
amenities, like ambulance rooms, industrial hygenie, occupa-
tional health and emergency medical care in case of accidents, 
sudden illness inside the premises must be provided in more 
advanced form with the availability of all the medicines. 
To establish desirable cordial personal relations 
between management and labour, picnic parties, annual or quarter-
ly dinner, celebration of festivals and national holidays, and 
the tournaments of different games should be organised. Further 
a projector or video in Kashipur unit should be provided to 
arrange occasionally the films shows. These measures will keep 
the workers busy and relieve them of fatigue and monotony 
after days of hard work and will boost up their morale. The 
role of the wel:fare officers must be as a maintenance engineer 
of the human relations. Further they are also supposed to look 
into the enforcement of labour legislations, provide good work-
ing conditions, and play a role in harmonising the labour 
relations. Hence, the labour welfare officers should be empow-
ered to prove themsalves as guardians of workers support-
ing and coordinating agents in the enterprise, who may help in 
maihtaining industrial harmony and healthy labour relations. 
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a?he industrial disputes in the U.P.S.T.C, Kashipur 
have centred round the economic causes, closely followed by 
non-economic causes. The strikes and lockouts in the Kashipur 
spinning mill have been of shorter duration, "^ ^^ s ^ ^^ y ^ ® taken 
as an indication of the fact that labour relations are better 
and more harmonious in the unit under study. It has been 
found that preventive and curative machinaries do exist at the 
state level to tackle the problems of industrial disputes but 
their functions have not been as satisfactory as they should 
have been. The survey of the units also reveals that there 
have been inter union and intra-union rivalaries and external 
political leaderships of the trade unions which have no genuine 
representatives of the workers. In this unit there is a grievar-
ce committee but the workers lack faith in it and that too 
is not working. There is no . scheme of workers partjcipaticn 
in management, but the management claims that it has imple-
mented this scheme. The workers are too much discontended and 
lack morale and zeal for industrious work which is ultimately 
affecting their efficiency and productivity adversely. The 
workers claim that they donot enjoy patronage of the manage-
ment while the management always wants to exploit and crush 
them. Thus, the relations between the labour and management 
are not very cordial. 
These conditions of poor labour relationship assume 
certain responsibilities on management on behalf of the workert, 
Firstly, the management must help the workers in having health}' 
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and strong trade unions which the workers think that only 
the strong trade unions can protect them against the exploita-
tion of management. Secondly the process of voluntary arbi-
tration must be employed in the, settlement of industrial 
disputes. The concerned parties should be allowed only 3 
months period to arrive at a settlement of disputes through 
negotiations and another 2 months for the process of concilia-
tion if negotiations fall. The strikes ard lockouts must 
be prohibited in the interest of the state but they should 
be permissible only when all other methods of arbitration, 
conciliation and persuation have failed. Since a change in 
the working conditions becomes irritant to the labour which 
creates disharmony between labour and management, it must be 
incumbent upon the management of the unit to give a specific 
notice of one month duration regarding the proposed change to 
be effected with its advantages. The management of U.P.S.T.C, 
Kashipur has often indulged into unfair practices i.e. threa-
tening the workers with dismissal or discharge, if they oppose 
the management. The management should avoid such type of 
practices, it must regard even lowest cadre workers as 
their colleagues. Such a situation if prevails, would 
create mutual understanding and goodwill and the industrial 
environment will be free of turmoil and strife. 
Further it is also suggested that the statutory 
backing must be provided for establishing an effective procedij-
r* of grievance handling, which should be simple, less cumbersome 
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and flexible in order to meet the requirements of changing 
industrial environment. The process of collective bargain-
ing which has not been followed due to lack of faith in it, 
must be developed for the settlement of industrial disputes. 
With the growth of collective bargaining, the recognition of 
representative union leaders, cooperative management behaviour 
and the settlement of disputes through voluntary arbitration 
would be much easy and can go a long way in keeping complete 
industrial harmony. Further, the management and trade unions 
of these units should endeavour for mutual settlement, nego-
tiations and agreements and there should also be an effi-
cient and quick bialateral communication system in U.P.S.T.C., 
Kashipur so that the workers may have an open and quick 
opportunity to discuss their problems, grievances and diffi-
culties with the management. Thus it can be concluded that 
if the workers' problems are quickly solved, harmonious labour 
relations would be developed which will consequently result 
into the further growth and development of Uttar Pradesh 
state public enterprises. 
As compared to the situation at other public sector 
undertakings of Uttar Pradesh, the Kashipur unit of Uttar 
Pradesh State Textile Corporation has better labour relations. 
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The chapter seventh has been devoted to examine and 
observe the labour attitude towards the facilities provided 
by the Harduaganj Thermal Power Station, Kasiir.pur. The 
major findings of the study are summarised in the following 
pages. In H.T.P.S., there are 4121 workers, of which majority 
of the workers are of middle age group i.e., 40 - 45 years. 
This composition of age group has been due to ban on recruit-
ment in U.P.S.B.B. for Iftst 17 years. This unit provides 
training facilities to the workers but 655* of the workers 
interviewed expressed dissatisfaction regarding training. 72^ 
of the workers criticised the promotion policy of the organi-
sation and reported that casteism, nepotism, flattery and 
bribery is the criteria of promotion. Thus, it can be said 
that there is no comprehensive promotion policy. Therefore, 
it is suggested that the management should formulate a 
judicious policy of promotion and also to improve training 
facilities. 52^ of the respondents are dissatisfied with the 
transfer policy of the organisation. They are of the opinion 
that transfer takes place in the organisation as a punishment 
to the employees. 
The welfare facilities provided in H.T.P.S., Kasimpur 
are both statutory and non statutory. The statutory welfare 
measures comprise, canteen, contribution to provident fund, 
employees state insurance contribution, creaches, medical 
first aid, and protective measures and equipments etc. Non-
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statutory facilities irclude housing, transport, health centre, 
gratuity, educational facilities, cooperative store, death 
relief furd, cooperative credit society, recreational facili-
ties like sports clubs, play grounds, parks and library etc. 
The level of satisfaction of workers and union leaders with 
regard to all these facilities is quite satisfactory except 
housing, medical cooperative stores and canteen. 
It is an established fact that productivity and 
efficiency of workers is positively influenced by , congenial 
conditions governed by proper physical environment on the 
work-place and the behaviour of their supervisors. On the 
whole, the physical environment existing in H.T.P.S., is most 
scientifically controlled and the same has been opined by 
the workers and union leaders. The supervisors are also 
acclaimed to be cordialfriendly and cooperative in their beha-
viour towards labour, and they have mutual and bilateral 
exchange of views, grievances and suggestions with the 
workers. 100?^  of the interviewed workers and union leaders 
are sa+isfied 5*ith the overall vorkine- conditions and the 
behaviour of their supervisors. This generates a climate of 
belongingness in ; the union leaders and labour and leads to 
good labour relations. But it is disheartening to note that 
all the managerial functions are performed by the technical 
employees and the professional managers have been deprived 
of the rights. Therefore, it is suggested that the function 
of personnel administration and labour relations should be 
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entrusted to the professional managers of H.T.P.S., Kasimpur, 
Because of the above reasons, 1005^  of the workers are against 
the top level of management. The workers opined that they are 
very hard and donot give due recognition to labour class people. 
Therefore, it is suggested that the personnel,and labour wel-
fare officers should be delegated powers to deal with the 
labour problems. 
The "Bread and Butter" issues viz, wages and earningi 
have significant impact on the quality of labour relations. 
The wage policy of H.T.P.S., Kasimpur is guided by that of 
'U.P.S.B.B., where the head office is located. The workers of 
H.T.P.S. have been divided into six categories. Accordingly 
the wage structure for various workers has been fixed. The 
total minimum wages in this unit is Rs. 1190/- and the maximum 
wages is Rs. 2690/-. Besides wages the workers also receive 
allowances and fringe benefits of various kinds like, D.A., 
H.R.A., conveyance allowance, washing allowance, night shift 
allowance, C.P.F., reiicbursement of school fees, L.T.C., Ex-
gratia and efficiency allowance. Some of these fringe benefits 
may not look substantial, but the concerned policies and their 
quick implementations have considerable effects on the state 
of labour relations. 
On analysing the attitude of the workers and union 
leaders regarding their level of satisfaction or dissatisfaction 
3iiu 
on the wage policy in practice in H.T.P.S., Kasimpur, and 
also in respect of major emoluments viz, D,A,, H.R.A. etc., 
bonus and ex-gratia payments and incentive schemes, it has 
been found that 72515 of the respondents have a moderate level 
of satisfaction in respect of wages and earnings, therefore, 
it is suggested that the government should put an effective 
control over the escalation of prices in order to get the 
workers fully satisfied with their wages and earnings. 
During 1970 to 1988 only five strikes were called by 
the workers in H.T.P.S., The strike of 21 days in 1987 was 
the longest strike. It is interesting to note here that all 
the striVes were organised at state boord level and the 
workers of H.T.P.S. participated in these strikes. Wage inc-
rease was the main reason for every strike in U.P.S.B.B., 
Besides,Some strikes were also organised at unit level but 
they were partial and of short duration and therefore, they 
did not affect the functioning of the enterprise. The per-
sonal views of the workers towards strikes were examined by 
taking a sample of 87 workers which shows that IOO9S of the 
interviewed workers, participated in the strikes organised 
at Board level, 975^  of the workers are of the view that the 
strikes are useful in raising their wages. 
Trade unionism exists to protect the individual wor-
ker from being exploited and to advance the social well being 
of the labour. The attractiveness of a union leader in the 
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eyes of the workers is mainly determined by his ability to 
get concessions from the management. The loyalty of workers 
in H.T.P.S., Kasimpur was divided among several leaders 
because there are four strong trade unions, and esch union 
is claiming superiority on the other. These unions have 
been affiliated with INTUC, AITUC, and HKEP. The worker -
union relationship at H.T.P.S., Kasimpur has bepn assessed 
by ascertaining the nature and extent of workers parti-
cipation in union activities. The majority cf the 
members has joined unions voluntarily. Contributing and 
collecting funds for unions is the most popular activity, 
followed by taking part in strikes and dharnas. The manage-
ment maintains good relationship with the union leaders. A 
sample survey of 87 workers revealed that all the workers are 
engaged in union activities viz, attending general body meet-
ing, participating in discussion at meeting, convassing 
support for unions and talking about the union witii otaer emp-
loyees etc. 93% of the workers opined the usefulness of trade 
unions a:tid they expressed their faith in unions. About SJi^o 
of workers expressed their confidence in union leaderships. 
8695 of the workers prefer one union in one unit. The 'workers 
views regarding the effectiveness of trade union in maintaining 
harmonious labour relations show that the unions in H.T.P.S. 
are playing a dominant role in restoring industrial peace in 
the unit. Thus, it can be ssid that a majority of workers 
believes that trade unions are very effective in keeping 
labour-manafrt'Hent relf "-ons harmonious and healthy. 
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Majority of the workers i s of the opinion that 
the management is callous towards the i r problems, needs ana 
feel ings. The time taken by the aanageraent t o rearess 
indiviaucil grievances i s also a source of aiscontentment among 
workers. Therefore, the management should sui:>stantiate an 
example of model managenent with «i view to take the workers 
in confiaence ana improve the s t a t e of labour re la t ions in 
H.T.P.S., Kaslrapur, which would have def in i te ly a bearing on 
public sector undertakings of Uttar Pradesh. 
Prom the foregoing discussion i t can be observed 
tha t in most of the Uttar Praaesh s ta te en te rpr i ses , cordial 
labour re la t ions exis t as compares t o the private sector . 
Management of the public enterpr ises has taken the leaders of 
trade unions into confidence in various matters of bone of 
contention viz , wages and earnings, recruitment, promotion 
and t ra ining e t c . Opportunities of employment have been provid-
ed to a l l i r respect ive of cas te , colour, sex and creed. 
The workers are found satisfieci regarding Job securi ty and 
working conditions, thereby, creat ing an atmosphere of free 
of turroolj., s t r i f e and leading to harmonious labour re la t ions . 
Besides wages and other earnings, the level of 
welfare f a c i l i t i e s both s ta tu tory and non-statutory presently 
provided in the public sector uni ts are found sa t i s fa tory , thereto 
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resulting in good working conditions. However, there is 
low level of satisfaction in regard to housing, medical 
facilities, cooperative stores and canteens. The scheme 
of labour participation is also exercising a significant 
role in improving the state of labour relations by discussing 
mutually the problems in different committees, taking judi-
cious decisions and implementing them in a spirit of mutual 
trust and confidence. 
As compared to the situation at national level, 
Uttar Pradesh state public sector undertakings have better 
records of labour relations. 
B I B L I O G R A P H Y 
BOOKS ! 
Agrawal, K.G., ard Pschal., T.K. work. , behaviour of Trade 
Union leaders, 1982. 
Agnihotri V. Industrial Relation in India, ^ tma Ran: & Sons, 
Delhi, 19/0. 
Ahuja, K.K., Industrial Management, Khanna publishers, 
Delhi, ( 1986 ). 
Ahuja, K.K. Industrial Relations, Theory and practice, (1988 ), 
Alexander, K.C. Participative Management'.The Indian Kxperience: 
»3hri Ram centre lor industrial relations, New Delhi 1973 
Allen, L.A. Management and organisation, McGrav. Hill Book compa-
ny, New York, 
Arya, V.P. A guide to settlement of industrial disputes, 
Calcutta, Oxford and IBH, 1965. 
Atkinson, J, Manpower strategies for flexible organisations. 
Personnel Management, vol. 16, No.8 (1985). 
Aziz. A. Worker participation in Management, Delhi,1980 
Bacr, W.E., Grievance Handling: 101 Guidelines for supervisors, 
American Management Association, New York, i9/0. 
Beach, D.S. i'ersonnel - The Management of people at work, 
McMillan publishing Co. Inc., New York, 1975. 
Bhagoliwal, T.N. Economics of labour and industrial relations, 
Bftliitya Bhanwfin, Agra, i98l. 
1 1 
Bhat ia , S.K. Personnel Management&industrial r e l a t i o n s , deep 
& deep pub l i ca t ion , New Delhi . 
Bhir , B.S. Dimensions ui i n d u s t r i a l r e l a t i o n s in India , united 
India p u b l i c a t i o n s , Bombay, 1970. 
Cha t te r jee , r . ? \ , I n d u s t r i a l Relat ions in I n d i a ' s developing 
economy, a l l i e d R.K., Agency, Calcut ta , 1984. 
Cha t te r jee , N.R. I n d u s t r i e Psychology, Sudha Pub l i ca t ions , 
New Delhi , 1969. 
Chater jee, S.K. Management of Publ ic En t e rp r i s e s , Surjeet 
P u b l i c a t i o n s , New Delhi , 1979. 
Chaudhary, P. Workers welfare and law, Delhi National P r in -
t e r s , 1977. 
Crane, B.R. and Hofftaan, R.K., Successful Handling of labour 
Grievance, cen t ra l Book Co., New York, 1956, 
Dagl i , Vadilal (ed . ) The Publ ic Sector in Ind ia , Bombay, 1969. 
Dale Yoder, Personnel Management and I n d u s t r i a l Rela t ions , Fifth 
Edi t ion , P ren t ice -Hal l of India P v t . L t d . , N.Delhi,1969. 
Das. N, Experiment in I n d u s t r i a l Democracy, Calcut ta , 1964, 
Da t t a r , B.N. Promotion of i n d u s t r i a l denocracy in Asia, 
centre for public sector studies, New Delhi, 1985. 
Davar, R.S. Personnel Management and Industrial Relations in 
India, Vikas Publishing House, New Delhi, 1982, 
Dave, S,P. Gandhiji concept as an Industrial Workers, 2nd 
edition 1958, 
iii 
Davis, Keith. Human Relations at work, The dynamic of orga-
nisational behaviour, Bombay, Tata FcGraw Kill 
publishing Co., 1967. 
Divedi, R.S. Fanpover Kanagement, prirtice Hall of India, 
New Delhi, 1980. 
Doodhan and Shankaran. Labour Welfare, Trade Unionism and 
industrial relations, Bombay, 1980. 
Farooqi, I.H. Macro structure of Public Enterprises in India, 
A.M.U. Press, 1968. 
Plippo, B.B. Personnel Management, McGraw Hill Rogakusha Ltd., 
Tokyo, fifth Edition, 1980. 
Gangoli, D.S. Public Corporation in National Economy. 
Ganguli, H.C. Structure and process of organisation, Asia, 
Bombay, 1964. 
Ganguli, H.C. Industrial productivity and Kotivations; a psy-
chological analysis. Bombay, Asia Publishing 
House, 1961. 
Ghosh, P.K. Gorpade, K.B., Industrial Psychology, Himelya lub-
lishing House, Bombay, 4, 1985. 
Giri, V.V. Labour Problems in Indian industry, Asia Publishing 
House, Bombay, 1972. 
Goyal, R.C. Problems in personnel and industrial relations in 
India, National Publishing House, >Tew Delhi, 1971. 
Goodman, John, Rnployment relations in industrial society. 
Heritage Publications, New Delhi. 
IV 
Hanson, A.H., Managerial problems in public enterprises, Asia 
Publishing House, Bombay, 1962 
Barrel, T.W., Industrial Psychology, Calcutta, Oxford Book 
Company, 
Helter, H., Attitude towards employee participation in Company 
Decision Making process, Human Relations, vol. 18, 
No. 4, 1965, ( A Norwegian study ). 
James Todd,, Arthur, Industry and society of sociological 
Appraisal of Modern industrialisation, H. Holt & Co. 
New York, 1933. 
Johri, C.K. Unionism in a developing economy, A study of the 
interaction between trade unionism end Government 
policy in India, 1950 - 1965. Bombay,Asia Publishing 
House, 1967. 
Johri, E.K., Uttamtripathi, Labour problems and social welfare 
Bhawan publications, 126/37 T Block, Govindanagar, 
Kanpur, 1978. 
Kapoor. N.D., Elements of company law, 7th edition, Delhi 1978, 
Kapoor, R,N,, personnel fjanagement and Industrial relations in 
India, N.M. Tripathi Pvt. Ltd., Bombay, 1968. 
Katz, D. The motivational basis of organisational behaviour, 
1964. 
Khera, S.S. Management and control in public enteprises, Asia 
Publishing House, Bombay, 1964, 
Laldas, D.K. Industrial Relations in India, S. Chand & Co. 
Ltd., New Delhi, 1983. 
Lalwani, E.G. Labour Economic, Artha Vanijya Gavesava Kandir, 
Calcutta, second edition, 1961. 
Malhotra, O.P. Law of Industrial Disputes, vcl.1, 1981. 
Mamoria, C.B. Labour Problems and social welfare in India, 
Kitab Mahal Pvt. Ltd., Allahabad 1966. 
Matfioria, C.B., Industrial Labour and industrial relations in 
India, Kitab Mahal, Allahabad, 1976. 
Mamoria, C.B. Personnel Management, Himalya Publishing House, 
Bombay, 1987. 
Mamoria, C.B. Dynamic of industrial relations, Himalya Publi-
shing House, Bombay, 1985. 
Maslow, A.H. Motivation and personality. Harper and Row, 
New York, 1954. 
Mayerg, C.A. Industrial Relations in India, Asia Publishing 
House, Bombay, 1957. 
KcGre^OTt D. The Human side of enterprises, FcGraw Hill Look 
Co., New York, 1960. 
Megginson, L.C. Personnel - A Behavioural approach to Adminis-
tration, Richard D. Irwin Inc. 1977. 
Mehrotra, S.F. Labour Probleir.s in India, S. Chand & Company 
Ltd., Ramnagar, New Delhi, - 55, 1981. 
VI 
Mehte, S.^. Changes in employees expectation in India, vol. 
VII. 
Mehtra, V.G. Labour participation in management. An experiment 
in industrial democracy in India, Bombay, Fanaktalas, 
1966. 
Michael, V.P. Industrial relations in India and workers invol-
vement in Management, Himalya Publishing House, 
Bombay,' 1984. 
Miller, Debert C and Ibrm, W.H., Industrial sociology, New York 
Harper and Row publishers, 1954, New York, 1954. 
Mirza, M.A. Workers participation in Management in India and 
abroad, Aligarh, 1982. 
Mirza, M.A. Trends in industrial participation in India, 
A.M.U., Aligarh. 
Mishra, K.K. Labour Welfare in Indian industry, Meenakshi 
Prakashan, Meerut, 1971. 
Morris, S. Viteless, Motivation and Morale in Industry, Allied 
pacific, Pvt, Ltd., Bombay, 1962, 
Norse, N.C., Satisfaction in the white-collar job. An Arbor, 
University of Mishigan, 1955. 
Monga, M.L., Industrial Relatiors and labour laws in India, 
Deep & Deep publications. New Delhi. 
Kongia, J.N. Readings in India labour and social welfare, 
Atmaranift sons, Delhi, 1980. 
Vll 
Koorthy, M.V. Principles of laboizr welfare, Gupta Brothers, 
vishakapatnaJT', 1968. 
T'ukerjee, R.K. Indian vorking class. Hind Kitabs, Ltd., Bombay 
1968. 
Kyers, C.A. Labour problems in industrialisation of India, 
Cambridge, Massachusetls, Harvard University, 1958. 
Myers, C.A, Industrial Relations in India, Asia Publishing 
House, Bombay, 1957. 
Farain, Laxmi, Public enterprises in India, S. Chand & Co., 
Delhi, 1982. 
National Cooperative union of India, workers participation, 
in the managanent of cooperatives. 
Kigam, R.K. Eighties for the public sector 
New Delhi. 
Northerup, , H.R. & Bloom G.P., Government and labour . The ro l e 
of government in union-management r e l a t i o n s Irwin, 
I l i o n o i s , 1963. 
Prakasb, om . , The Theory and working of s t a t e corporat ions 
with spec ia l reference to Ind ia , London, 1962. 
Prasad Permanand". Some economic problems of publ ic e n t e r p r i s e s 
in Ind ia , Leiden, 1957. 
Pant , S.C,, Indian Labour problems, Chaitanya publ ish ing 
House, Allahabad, 1965. 
Patchen, M. P a r t i c i p a t i o n , achievement and involvement on job , 
Engle V/ood, Cl i ff , J .N. p ren t i ce Ha l l , 1970. 
Vlll 
Patchen, M. The choice of wage comparisions, New York, prer-^ . ice 
Hall, 1961. 
Pestonjee, D.M., Organizational structure and job attitudes, 
Calcutta, The Minerva Associates, A.P., 1973* 
Primdani, P. Kohan, Kanagement of industrial relations, Oxford 
and I.B.H, Pub] ishinj? Co., New Delhi, 1986. 
Prasad, L. Personnel Management and industrial relations in 
Public sector, progressive Corporation, Pvt., Ltd. 
Bombay, 1973. 
Punekar, S.D., Deodhar, S.B, Shankaran, S., Labour Welfare, 
Trade unionism and Industrial relations, Kimalya 
Publishing House, Ramdoot, Bombay-4, 1984. 
Ramaswamy, E.A. Power and Justice, The state in industrial 
relations, 1984. 
Ramonujam, G, Industrial Relations: Apoint of view, New 
Delhi, INTUC. 
Rao, Raman, A.V., Industrial Social services in a Developing 
economy. Allied Publishers, Pvt. Ltd., Bombay, 1965. 
Rao, Nageshwar, Role and achievements of public enterprises, 
Vohra, Publishers, Allahabad, 1985. 
Roethlisberger, F.J. Kanagement and Korale, Harper and 
Brothers, New York, 1941. 
RuBtomji, R.P, The law of Industrial Disputes in India, Asia 
Publishing House, Bombay, 1964. 
IX 
Saxena, S.K. Nationalization and industrial conflict, Nijaff, 
The Hague Matrins, 1955. 
SaltonstaHl, Robert, Human Relations in Adir.inistrat ion, McGraw 
Book Company, New York, 1959. 
Saxena, R.C. Labour problems and social welfare, Jai Prakash 
Nath & Co. Educational Publishers, Meerut, 1968. 
Scheffer, R.H. Job satisfaction as related to need satisfaction 
in work in Psycho. Monog 67, 1952. 
Scott, V.P. Personnel Management, Tata McGraw Hill, Book Co., 
New Delhi, 1977. 
Sharma, A.M. Aspects of labour welfare and social security, 
Himalya publishing house, Bombay, I98i, 
Sharma, A.M. Conceptional and legal frace work, Himalya 
Publishing House, Bombay. 
Shamsastry, R. Kautilya's Arthashastra. 
Shukla, M.G. Administrative problems of Public enterprises in 
India. 
Sinha, G.P, & Sinha, P.R.T., Industrial Relations and labour 
legislation, Bombay, Oxford and IBH, 1977. 
Smith, P.C, Kendall, L.K. and Hulin, C.L. The Feasureaent of 
satisfaction in work and Retirar.ent. Chicago, 1969. 
Srivastava, K.N., Industrial peace and labour in India, Kitab 
Mahal, 56-A, Allahabad, 1954. 
Strauss, G. & Sayles, L.R, Personnel - Huiuan probltaas of 
Management, Prentice-Hall of Indian, Pvt. Ltd., 1977. 
Stanger, R. Psychological aspects of industrial conflicts. In 
personnel Psychology, 1950. 
Tiffin, J.E., & McTlornick, E.J., industrial Psychology, Prentice 
Hall of India, Few Delhi, 1971. 
Tobb T.V. Workers participation in management expectation and 
experience, London, 1970. 
Tonic Z., Workers participation in Management, New Delhi, i960. 
Vaid, K.N., State and labour in India, Asia Publishing House, 
BoEobay, 1965. 
Vaid, K.N., Labour welfare in India, Sri Ram centre for indus-
trial relations. New Delhi 1970. 
Yarma, P. Management of industrial relations, Oxford & IBH 
Publishing Company, New Delhi, 1981. 
Vanna, P. Labour Economics and industrial relations, KcGraw 
Hill Publishing Company, Ltd., New Delhi, 1987, 
Viteles, M.S. Motivation and Morale in industry, Alj.ied paci-
fic Pvt. Ltd., Bombay, 1962. 
Vroom, V. Some personality determinant s of the effects of 
participation, N.J. printice Hall, 1900. 
Vroom, V.H. Work and Motivation, New York, Villey, 1964. 
Walker, K.F. Workers participation in Management in practice. 
Yoder, D. Personnel Management and industrial relations, Pren-
tice Hall of India, New Delhi, 1975. 
X I 
Zakariah, K.A., I n d u s t r i a l Relat ions and Personnel Frobleme, 
Asia Publishing- House, Boirbay, 1954. 
Articles : 
Acharya, H.N, "An approach to industrial relation in new 
industrial settings, Indian journal of commerce, 
vol. 24, part I, March 197l^pp. 64 - 72. 
Acharya, Giri, J.A.P. Industrial Relations in public sector 
undertakings in India, Indian journal of commerce, 
28(4) December, 1975, pp. 67 - 72. 
Agarwal, Lala, Industrial Relations: Problems and Prospects, 
Southern Economist 22(12) October, 15, 1983, pp. 
1 9 - 2 1 . 
Acharya, T.L.A. A Philosophy of Industrial Relations. Produc-
tivity 12(4), January - March, 1972, pp. 559 - 64. 
A look at the industrial relations scene, Indian Management 
12(12) December, 1973, p.p13 - 17. 
Arya, pp. Workers interest in a work in public sector under-
takings - A case study, lok udyog, 19(4) July, 1985, 
p. 15. 
Banerjee, Pawl., productivity and Industrial Relations-; The 
role of international labour standards, producti-
vity, 23(3), October - December, 1983, pp. 387-93. 
Banerjee, R.N. Concept of Manpower Planning as an approach 
of human resource utilisation, Indian Journal of 
labour Economics, 23(4), January 1981, pp. 321 - 328. 
xii 
Banerji, B.Z. Man and organisation: Dimensions of the rela-
tionship, Economic Times, June 3. 1983. 
Bhatia, S.K, A system approach to industrial relations, 
Economic Times ( supplementary ) January 28, 1984, 
p. 1 - 8. 
Batt, Rudar Industrial Relations in public and private sector, 
Mainstream, 22(48) July, 28, 1984, pp. 24 - 25. 
Bhatia, S.K. Strategies for organisation changes, 3conomic 
Times, ( supplementary ), May 5, 1984. 
Bhatia, S.K. Human Resources, performance appraisal system. 
Economic Times, November 13, 198C» p. 5. 
Candau, P. The role and functions of the centres of indust-
rial Relations in France, Indian Journal of indust-
rial relations 7(2) October 1971, pp. 273 - 88. 
Chaturvedi, S.C. Management of industrial relations in public 
sector, Indian Journal of Commerce, 28(4), December 
1975. 
Chaturvedi, A. Industrial Relations: Same dimensions^Economic 
Times, October 1985, pp. 1 - 8. 
Chaturvedi, A. Managing the divine: concerns in industrial 
relations, Pune Times. 
Chaterje, N.N. Industrial Relations in public enterprises 
in India, decision 10(2), April 1983, pp. 109 - 41. 
Charyulu, V. A critique on conceptual frame for industrial 
xili 
relations, Integersted Management, March, 1971, 
pp. 31 - 39. 
Chopra, V.S., Strategies for healthy labour-management rela-
tions, labour journal, 15(3), July - Septanber, 1984 
pp. 5 - 7 . 
Chander Shekher, S.S., Conflict in industrial relations and 
their resolutions, lok udyag, Septeinber^1983, 
pp. 45 - 48. 
Chaudary, Pawn, Baaployer - Employee relationship, Indian 
worker, 21(36), June, 1974, p. 3. 
Chandrashekhar, K. Human resource development. Commerce, 
141(3612) September 13, 1980, p. 540. 
Dastra, Bishamber, Ideal type of industrial relations in a 
democracy especially in a socialistic pattern of 
society, Haryana labour journal, 2(1), Jan. 1971, 
p. 81. 
DayaH , iswat, industrial relations in the 1970* s_,integerated 
management, Karch 1972,. 
Deshmukh. 7.K. Managing human resources to meet new chellanges 
in industrial relation. Personnel Today, 5(4) Jan.-
March, 1985, pp. 22 - 29. 
Das, S.R. Mohan., Behavioural factors in industrial relations, 
Indian Management, 13(7), July, 1974, pp. 29 - 31. 
Das, S.R. Mohan., Customary rights in industrial relations. 
XlV 
Indian Management, 13(4), April, 1974 pp. 15 - 17. 
Dayal, Sabab. Promise of industrial peace in India. The role 
of industrial wage board., Indian journal of Econo-
mics, 54(4) April, 1974, pp. 425 - 36. 
Dibdsun, T. Industrial democracy in Sweden, Indian worker, 
20(12), December, 1971. 
Dudeja, Vasdev., Industrial relations in a denocracy, Haryana 
labour journal, 5(4) October, 1974, pp. 43 - 44. 
Dudeja, Vasdev, industrial relations in India, Haryana labour 
journal 6(2) April - June, 1975 pp. 21 - 24. 
Ellis, Peter & Dubby, Francis, Building for better labour rela-
tions, Indian Management, 21(11) November, 1982, 
pp. 14 - 16. 
Elliot, John, labour relations in Britain, Indian worker,20(19), 
February, 1972, p. 6. 
Fredrich, F. The power structure in industrial relations,India-* 
journal of industrial relations, 7(4) April, 1972. 
Gangiili, H.u., An international study of superior-subordinate 
relationship, Indian journal of industrial relation^^ 
18(4), April, 1983, pp. 499 - 5l6. 
Ghosh, Somanth, work place democracy in India, interface with 
trade unionism and organisational culture, Indian 
journal of industrial relations,21(1) July, 1985. 
Ghosh, Soiranth, Manpower planning in public sector undetakings, 
Indian journal of industrial relations, 17(2) Oct,81, 
XV 
pp. 157 - 94. 
Gupta, V.P. What ails our industrial relatione, Indian vorker, 
33(37), January, 1985. pp. 6 - 7 . 
Gopalji, Manpower Planning and public enterprises, Lok Udyog, 
18(11),, February, 1985, pp. 29 - 35. 
Goyal, R.C., industrial relations policy through the five year 
plans, Indian journal of public administration, 20(3)» 
July - September, 1984, pp. 638 - 52. 
Gupta, R.C. industrial relations in Punjab, Indian journal of 
labour, 14(12), December, 1973, PP. 1853 - 6o. 
Giri, V.V,, Pattern of labour relations for economic progress, 
Indian and Foreign review, 12(10), March, 1975, 
PP, 11 - 13. 
Grouping for an industrial relatione policy, Economic and poli-
tical weekly, 10(15), April, 1975, pp. 611. 
Gupta, Manju, Public sector and industrial relations, Indian 
journal of Commerce, 28(4), December, 1975, pp. 43-46. 
Industrial Relations, The sowing and reaping, Economics and 
political weekly, 7(4 2), October 1972, p. ro^ i^. 
Industrial Relations: Fighter government control, Economics 
and political weekly, 7(4), January 1972. pp., 141-4 
Industrial Relations in public sector - swarajya, 19(42), 
April, 1975, pp. 9 - 11. 
Industrial Relations: Spurt in mandays lost, commerce (Annual 
xvi 
number), 129(3321), 1974, pp. 253 - 39. 
Jaiswal, S.R., impact of organisational culture on coiwrittment 
of work, lok udyog, 16(7), October, 1982. pp. 3 - 13. 
Jain, ' Anand, Prasad, Industrial relations in a changing eco-
nomy, Indian journal of commerce, 25(2), August 1984, 
pp. 80 - 171. 
Jha, G.K. industrial relations in public sector, Indian journal 
of commerce, 28(4) December, 1975, pp. 53 - 58. 
Joshi, V.D. participative management, is it practiceable or 
a myth,? Economic Times, March, 14, iyti4, p. 5. 
Joseph, Y..Ky personnel Manager's role in creating a climate 
conducive to higher productivity, personnel today, 
2(4), January - March, 1982, pp. 1 - 7, 
Karim, Basile, industrial relations in public undertakings in 
Jammu & Kashmir, Indian journal of industrial relations, 
7(2), October, 1971 pp. 269 - 72. 
Khandwalla, Fradip, N & Jain, G.R., organisational goods and lo-
wer management job satisfaction, Indian journal of 
industrial relations, 20(2), October, 1984, pp. 111-36. 
Khan, A. Parooq^Development of human resources. Economic Times, 
September 22, 1984, p. 8, 
Khurana, S.B., industrial relations in private and public sector 
industry in India, Indian journal of industrial rela-
tions 7(3), January 1972, pp. 411 - 31. 
XVll 
Malhotra. A.K,, Effective human resource development, in pub-
lic enterprise,', A study, Indian Management, 23(8), 
August, 1984, pp. i?7 - 32. 
Mallya, Vijay, s-trategic planning in industrial relations mana-
gement, personnel Today, 5(4) January - March, 1985, 
pp. 11 - 15. 
Meher, M.R. industrial relations management in a changing environ 
ment, capital, 172(4307), April, 1984, p. 464. 
Meher, M.R, Towards better industrial relations. Eastern Eco-
nomists labour journal, 5(2) April 1974, pp. 15 - 18. 
Mishra, S.C. Improvements in productions and industrial rela-
tions, Indian Railways, 20(l), April, 1975, pp. 73-74. 
Moorthy, K.R.K., Changing the organisational structure. Economic 
Times ( suppl.), May 5, 1984, p. 1. 
I^ ayar, Meenakshi, Effectiveness, of industrial relations system 
at the enterprise level,Indian journal of industrial 
relations, 21(l), January 1985, pp. 1 - 1 5 . 
Naik, Haribhan, Industrial relations in the textile industry 
in India, Indian worker, 33(31), April 1985, pp. 6 - 8 . 
Nair, K. Ramachandaran, industrial relations policy in India, 
Indian journal of labour economics, 27(1-2), April -
Jiay, 1984, pp, 8 5 - 9 1 . 
New Labour relations; Editorial, Eco. Times, June 26, 1985, 
pp. 1 - 2. 
Nair, H. Collective bargaining - An instrument to improve socio-
xviii 
economic conditions of workers, Indian worker, 34(3), 
October 1985, pp. 6 - 7 . 
Narayan, K, What contributes to good industrial relations, 
Integerated management, 71, March, 1972, pp. 65 - 71. 
Nitish, R. An approach to industrial relations, situation, 
Indian Management, 14(ll), November 1975, pf-31 - 37. 
Osoba, A.M. Prc^uctivity and wage sypt^m, rroductiv'.ty, 23(3), 
October - December, 1982, pp. 323 . 330. 
Patil, S.M. Industrial relations, legal provisions and reality 
in India, Eco. Times, August, 10, 1983, pp. 5 - 3, 
August 11, 1983, pp. 7 - 8 . 
Pavaskar, C.V. Collective bargaining: New dimensions, Eco. 
Times, 8, October, 1985, pp. 3 - 6 . October, 9, 1985, 
pp. 5 - 8 . 
Pradhasaradhi, Y, industrial relations in major ports, perso-
nnel Today, 5(3) October - Deceniber, 1984, pi. 13-15. 
Pratap, Swaran & Kumar, 3. Motivation and worker, Indian I">na-
gement, 22(2), February, 1983, pp. 31 - 34. 
Pratap, Swaran & Srivastava, S.K. Relationship between Job 
satisfaction and organisational climate, study of a 
public sector undertaking in Uttar Pradesh, lok udyog, 
17(6), September, 1933, pp. 39 - 43. 
Ray, R.C., Optimum utilisation of human resources through modern 
management, lok udyog, 17(7), October, 1983, pp. 23-28. 
XIX 
Rao, V.R. labour-Management relations, New perspectives and 
prospects, 
Rao, Raman, T.V,, industrial relations. A changing perspective, 
Indian Management, 24(1) January, 1985, pp. 33 - 36. 
Ramaswamy, E.A. Trade Union, rule making and industrial rela-
tion. Economic and political weekly, 20(12), March 23» 
1985, pp. 517 - 24. 
Ramanujam, G-,, Quest for industrial harmony, Indian worker, 
19(36), June 7, 1971, p. 5. 
Ramanujam, G., Industrial relations in Japan, Haryana labour 
journal, April, 197^, pp. 15 - 18. 
Ramanujam, G., INTUC's approach on industrial relations, Indian 
worker, 23(23)t March, 1975, pp. 7 - 8 . 
•Rastogi, T.N: An approach to labour relations, Haryana labour 
journal 14(2), June, 1983, pp. 11 - 14. 
Songal, S.Z., Towards better industrial relations, Yojna, 29(8), 
May, 1985, pp. 4 - 7 . 
Sharma, Baldev, R., industrial relations in India, - A review 
of research in the seventies, personnel Today, 4(1), 
April-June, 1983, pp. 7 - 10. 
Sharma, Baldev, R. Qnployee motivat ion and employer-emjloyee 
r e l a t i o n s in Ind i a , Indian Management, 22(6) June, 1983, 
pp. 8 - 14. 
Sharma, Baldev. R., o rgan i sa t iona l determinants of labour-mana-
gement r e l a t i o n s in Ind i a , Indian Journ. 1 of i ndus t -
XX 
rial relations, 19(1), July, 1983, pp. 1 - 20. 
Shaxma, B.R. organisational determinants of labour-Management 
relations in Eastern pipes ltd., Indian journal of 
Psychology, 57(12) March 1982 pp. 21 - 23. 
Suri, G.K., labour relations: linkages of its micro and macro 
determinants, Indian management, 24(7), July, 1985, 
pp. 16 - 20. 
Shah, A.K., industi-ial relations, lok udyog, i8(4;, July, 1984, 
pp. 37 - 42. 
Sharma, R.C. industrial relations in unregulated industries, 
yojna, 27(22), December, 1983, pp. 12 - 13. 
Seth, rr.R. Management of industrial conflict Indian Management 
10(9), September, 1971, pp. 3 - 9 . 
Shetti, C.M.K., The role of industrial psychology in maintaining 
industrial peace, integerated management, April, 197?, 
pp. l7 - 30. 
Shah, R., L.S. Cordial industrial relations in Gujrat, Haryana 
labour journal, 2(1), January, i971, pp. 61 - 63. 
Sitaraman, S. Industrial relations in India, coachin University 
lav review, 6(2-3), September, 1982, pp. 356 - 361. 
Sahoo, a.O, industrial relations in public sector,: A study of 
mandays loss, Indiar journal of commerce, 28(4), Dec, 
1975, pp, 77 - 80. 
Seminar on the role of labour welfare in promoting industrial 
relations, Haryana labour journal, 2(2), April, 1971, 
pp. 5 - 7 . 
XXI 
Sukh, Katabadel, structural frame work of public sector Inaust-
rial relations, with special reference to Uttar Pradesh 
state government enterprises, lok udyog, 18(5) August, 
196**, pp, 39 - 43. 
Swamy, K.P., Ideal industrial relatione in the present context, 
Haryana labour journal, 2(1), January 1971 pp. 35 - 36. 
Tata H,, Naval, Higher productivity through effective personnel 
management^Capital, Especial number ), 1982^pp. 41 - 44. 
Tata, H. Naval. 5 point plan for industrial peace, commerce, 
150(3859) May, ii, 1985. 
Towards healthy and coraial industrial relations, Haryana labour 
journal, 14(3), J^ ily - September, 1983, pp. 17 - 20. 
Tiwary, P. industrial relations in public enterprises and the 
government, Indian journal of commerce, 28(4), December, 
1975, pp. 73 - 76. 
Vaidyanathan, N. Impact of c o l l e c t i v e bargaining on r ea l wages 
and employment, Indian worker, 3:>(2-3), October 8-13, 
i985, pp. 7 - 1 1 . 
Vishwanath, B . , Effect ive methods to develop i n d u s t r i a l peace, 
peace, labour j ou rna l , 5i3) Ju ly , 1974, pp. i8 - 20. 
Yusuf, O.S. i n d u s t r i a l r e l a t i o n s and economic growth, i n t e g e r a -
ted managenent, 109-lO May, & June, i975, pp. 5 - 10. 
Why workers jo in unions, ' pe r sonne l , vo l , 22, No. 1, -Reprintea 
in shxs te r J . , readings in labour economics and mdus -
t r l f i l re iPi t ions, i955, pp. 30 - 37. 
xxii 
Central and State Government Publlcatlona : 
Administrative Reforms Commission., Report on Public Sector 
undertakings. New Delhi, Kanager of publications, 
December, 19^7. 
Ministry of labour and Employment. Implementation and Eva-
luation Division. A case study of industrial 
relations and implementation of labour enactment 
in Bharat Electronics Limited, Banglore, I960. 
Ministry of labour and Employment Implementation and Evaluation 
Division, A case study of industrial relations and 
implementation of labour enactments in Fertilizers 
and chemicals, Travan core limited, 1966. 
Ministry of labour and Employment Implementation and i'valua-
tion Division, A case study of industrial rela-
tions and implementation of labour enactments in 
Hindustan Antibiotics Limited, Piropri, 1967. 
Ministry of labour and Employment. Pocket Book of labour 
statistics, 19B3, 1984, labour Bureau, Simla. 
x x i i i 
I ' i n i s t r y of labour and Qnployment^ Report for the year 1982-83, vo] 
v o l . 1. 
Minis t ry of labour and employment. Report for the year 1983-84, 
v o l . 1. 
National Commission on labour Report. New Delhi , Kanager of 
p u b l i c a t i o n , 1968. 
Nat ional Commission On labour;Report of the study gix)up on 
labour problems in t he publ ic s e c t o r , New Delhi . 
Manager of p u b l i c a t i o n s , 1968. 
The Fac tor ies Act, 1948, sec t ion 33-A Manager of pub l i ca t i on . 
New Delhi , 1948. 
Annual Report on the working of Ut ta r Pradesh s t a t e e n t e r p r i s e , 
Bureau of s t a t e e n t e r p r i s e s , Lucknow. 
Parl iamentary Debates, vo l . pa r t I I , April 20, 1950 statement 
regarding B i l l r e l a t i n g to Fair wages. 
Annual Report, Department of labour , Ut ta r Pradesh, 1980 - 88. 
Journals and Newspapers : 
Commerce, Bombay, weekly. 
Cap i t a l , Ca lcu t ta , weekly. 
Indian journal of Commerce, Nasik, qua r t e ly . 
Indian journal of I n d u s t r i a l Re la t ion , Delhi , que(rtely, 
Lok udyog ( Publ ic e n t e r p r i s e s ) , New Delhi , monthly 
Prabandh, Lucknow. 
Iftdian Labour Jou rna l , Delhi , montly. 
xxiv 
Yojna, Delhi, Fortnightly. 
Hindustan Times, The Nev Delhi city edition, daily. 
Times of India, The New Delhi, city edition, daily. 
Economic Times, The Bombay & Delhi, daily. 
Financial Express, Bombay 4 Delhi, daily. 
Appendix-I 
Class i f icat ion of strikes^lockout accordin£' to regior. during 1986 
Region 
Agra 
Al lahbad 
B a r r e i l l y 
Paizabad 
Go rakhpur 
Ghaziabad 
Gorhwal 
(Dehradoon) 
J h a n s i 
K a r p u r 
No. 
ke£ 
Kumaun(Haldwani) 
lucknow 
Meerut 
Moradabad 
P i p r i ( K i r z a p u r ) 
V a r a n s i 
T o t a 1 
, o f s t r i -
s / l o c k o u t s 
10 
11 
11 
02 
07 
15 
0 3 
02 
14 
1 04 
15 
08 
07 
-
06 
115 
ITo.of work-
e r s i n v o l v f 
11 ,140 
4 , 2 9 5 
4 4 , 4 7 8 
292 
714 
4 , 3 4 3 
152 
938 
4 , 8 6 0 
6,511 
1 4 , 8 3 3 
1,862 
2183 
-
1,312 
5 7 , 9 1 3 
I'iar.days 
;d l o s t 
1 ,0 2900 
1 6 , 5 6 2 
4 2 , 6 7 0 
3 0 , 0 4 
6 ,224 
9 8 , 8 9 0 
19 ,610 
2 8 , 2 9 6 
5 5 , 2 1 2 
8 7 , 2 4 4 
149 ,659 
3 0 , 0 7 7 
4 , 3 2 4 
-
2 4 , 0 7 2 
6 , 6 9 , 0 4 4 
Wages 
l o s t 
1 7 , 4 2 , 0 8 1 
2 , 1 4 , 1 0 9 
5 , 9 9 , 9 0 2 
5 5 , 0 0 0 
2 , 4 3 , 5 1 6 
1 6 , 8 1 , 8 2 0 
3 , 8 4 , 3 1 5 
5 , 2 9 , 3 7 5 
5,30,-^40 
2 3 , 5 2 , ^ S 3 
6 2 , 9 2 , 0 6 7 
3 , 4 2 , 8 2 0 
8 8 , 5 8 8 
-
4 , 1 0 , 0 1 2 
1 ,5'466P9S 
F r o d u c t i o n 
l o s t 
51169016 
1137497 
15097040 
292000 
3743098 
11692800 
3CC00C 
£098750 
1499027 
11659722 
79024218 
3467000 
846618 
-
'^^.492:0 
193375 ,986 
Source: Annual repor t ;fi3f labour , Governirent of Utt-^.r t radesh , 1986. 
Appendix-II 
Classif icat ion of s tr ikes/ lockouts according to region during 1988 
R e g i o n 
Agra 
A l l a h a b a d 
B a r e i l l y 
F a i z a b a d 
G o r a k h p u r 
Ghaz i abad 
Go-rhval 
( D e h r a d o o n ) 
J h a n s i 
Z a n p u r 
Kumaun(Haldi 
Lucknow 
K e e r u t 
K o r a d a b a d 
P i p r i 
M i r z a p u r 
V a r a n a s i 
T o t a l 
F o . o f s t r i k e s 
l o c k o u t s 
10 
03 
-
0 3 
07 
12 
07 
04 
08 
rtani)01 
15 
0 3 
08 
— 
07 
111 
N o . o f worke 
i n v o l v e d 
2160 
?72 
-
1540 
7950 
3229 
664 
411 
9451 
1954 
7578 
2662 
5413 
— 
3177 
50078 
r s Kan day! 
l o s t 
28310 
14229 
-
50 60 
189818 
799261 
44439 
1075 
48174 
44988 
327898 
18883 
113390 
— 
72886 
1603^78 
5 Wages 
"1 e s t 
366950 
4C2800 
-
790Cr^ 
4283500 
19367548 
1767179 
23360 
1401268 
-
75298-0 
577950 
387120C 
— 
13^^2100 
428698?^C 
Pre d u c t ion 
l e s t 
3t'791C0 
250 558200 
-
240C0C 
6/. 152000 
193674480 
101000 
710000 
2234621 
-
33044380 
2299500 
52629400 
— 
'pn po:;'-^p.n 
"^r'bbdl r7w 
Source : Annual Repor t , Dep'-rtment of Labour, Gcvernrrent of 
U t t a r P r a d e s h , 1988. 
APPENDIX - III 
WORKERS/MPLOYEES IKTERYIEW SCHEDULE 
Instructions; 1. Please tick ( ) in the "oracket for anawer. 
PART I Personal Data 
1.1 Name 
1.2 Age 
1.3 Religion 
1.4 Education 
General (a) Below S.S.S.C. 
(b) S.S.S.C, + 2 
Intermediate 
(c) Graduate 
(d) Post Graduate 
Technical (a) I.T.I. 
(b) Diploma Holder 
(c) B.E/B.Tech. 
(d) Others 
1.5 Mar i ta l S ta tus i 
(a) Married ( ) (b) Unmax*ried ( 
1.6 Total monthly income: 
1.7 Total number of ; 
dependents 
1.8 Nature of Employment: 
Permanent/casual 
PART - yr 
Training, Promotion and Vorking Conditions. 
2.1 Tra ining : 
What type of t r a i n i n g you have got eo far ? 
) (c) Widow ( ) 
(a) Before joining 
(b) How much useful 
(c) In what way 
(d) After joining 
,(e) Hov7 much useful 
(f) In what way 
(g) Are you satisfied with the training policy of the 
enterprise. Yes/No 
2.2 What is the procec3ure of promotion in your department ? 
(1) (a) Merit ( ) (b) Seniority ( ) 
(c) Reservation ( ) (d) Sports quota ( ) 
(2) Are you satisfied with the promotion policy ? Yes/Fo 
3. Transfer : 
2.1 What is the procedure of transfer ? 
(a) On promotion ( ) (b) On punishment ( ) 
(c) Time Basis ( ) (d) Any other ( ) 
Are you satisfied with Transfer Procedure Yes/No 
Working Conditions : 
2.4 Are you s a t i s f i e d with the safety -'evices i . e . Yes/No 
spec ia l c lo th ing , Coat, Goggles e t c . ? 
2.5 Are you bothered about each of the following th ings 
l i s t e d below. 
Bothered Bothered Not Bothered 
a l o t some what a t a l l 
Noise 
l i g h t 
Ventilation 
DustjOil or^ grease 
Smoke, or fumes 
Heat or cold 
Condition of work room 
2.6 What is your a t t i t u d e regarding the following ? 
a) I s your job . 
i ) l i g h t ( i i ) medium ( i i i ) hard ( iv) easy 
v) d i f f i c u l t (vi) du l l ( v i i ) p leasen t ( v i i i ) monotonous 
ix) i n t e r e s t i n g . 
b) Do you l i k e the department in which you are working ? 
Yes/No 
2.7 Rela t ionship with o the r s : 
a) I s your immediate superv i sor . 
i ) Sympathetic ( i i ) i nd i f f e r en t ( i i i ) Harsh 
b) How i s your r e l a t i o n s with co-workers ? 
a) Co-operative b) i nd i f f e r en t c) quarrelsome 
Holidays, Leave and Absenteeism. 
2.8 (1) l eave 
(2) Are you satisfied with the leave facilities ? 
Yes/No 
2.9 Absenteeism : 
Which of the following reasons are responsible for your 
absenting from work ? Rank any five according to priority: 
a) Nature of job as heavy/hard/monotor.ous/dirty etc. 
b) Sickness own/family 
c) Distant place of residence and lack of transportation 
facilities. 
d) Family t roub le s 
e) Engaged in part time or side business. 
f) After sufficient earning. 
g) Social or Religious causes, 
h) indebtedness. 
i) Personal habits (drinking, gambling etc. ) 
j) Engaged in agricultural work, 
k) Pear of money lenders. 
1) Any other reason. 
PART - III WELFARE r-!BASURBS 
Canteen ! 
2.10 a) What is your opinion about the Canteen's food items? 
Yes/No 
i) Good ( ) (ii) Not bad ( ) 
3.1 a) Medical Facilities : 
(a) Is there any hospital run by company Yes/No 
(b) Are you satisfied with medical facilities Yes/No 
provided in the company 
3.2 Housing Facilities : 
(a) Are you provided quarters ? 
(b) To what extent you are satisfied with the quarters, 
i) Satisfied Fully ( ) 
ii) To some extent ( ) 
iii) Not satisfied ( ) 
iv) Neutral ( ) 
3.3 Consumer Co-operative s t o r e s . 
a) Do you have consumer co-operat ive s t o r e s run Yes/No 
by the company. 
b) Are you s a t i s f i e d wi th t h i s f a c i l i t i e s . Yee/No 
3 .4 E d u c a t i o n a l F a c i l i t i e s : 
a} I s t h e r e any school run by t h e company fo r Yes/No 
your c h i l d r e n ' s e d u c a t i o n ? 
b) I s t h e r e any s c h o l a r s h i p awarded t o t h e m e r i t Yes/No 
s t u d e n t s of company's employees ? 
PART - IV ABOUT THE JOB AITD WAGES 
4.1 How f a r a r e you s a t i s f i e d wi th your p r e s e n t wage? 
a) High ( ) b) Moderate ( ) c) Low ( ) 
4 . 2 Do you t h i n k t h a t your job i s s e c u r e ? 
4 . 3 How i n t e r e s t i n g do you f ind your work ? 
a) I n t e r e s t i n g ( ) b) I n t e r e s t i n g bu t sometirr-es 
b o r i n g ( ) 
c) N e i t h e r b o r i n g no r (d ) Bor ing but some t i ce s 
i n t e r e s t i n g ( ) i n t e r e s t i n g ( ) 
4 .4 In your work, do you a c t wholly a c c o r d i n g to t h e i n s t r u c -
t i o n of t h e s u p e r v i s o r , o r a r e you al lowed to do c e r t a i n 
t h i n g s of your own a l s o ? 
a) Many t imes ( ) b) Some t imes ( ) 
c) Never ( ) 
4 . 5 How c l o s e i s t h e s u p e r v i s i o n by t h e s u p e r v i s o r i n your 
work ? 
a) High ( ) b) Modera te ( ) c) Low ( ) 
4 . 6 What changes i n t h e job s i t v i a t i o n w i l l h e l p you to 
c o n t r i b u t e more towards r a i s i n g p r o d u c t i o n ? 
i ) Kore pay v i i ) Quicker promotion 
i i ) H igher i n c e n t i v e pay v i i i ) S h o r t e r hour s 
i i i ) More i n f o r m a t i o n s i x ) Kore c o - o p e r a t i o n of 
r e l a t i n g t o work. f e l low w o r k e r s . 
i v ) More r e c r e a t i o n x) More s e c u r i t y o f s e r v i c e 
vi 
4.7 a 
b 
i 
ii 
iii 
iv 
Fair treatment by the {,x±) Better housing 
superior 
Improved equipments. 
Do you get any bonus Yes/No 
Are you satisfied with bonus paid 
Satisfied fully C ) 
Satisfied to some extent ( ) 
Not satisfied ( ) 
Neutral ( ) 
PART - V WORKERS' PARTICIPATION 
5.1 Does your supervisor welcrome your suggestion ? 
a) Always ( ) b) Sometimes ( ) c) Never ( ) 
5.2 a) Are you a member of staff council ? Yes/No 
5.3 What has been the attitude of the management towards the 
labour representatives in these committees ? 
5.4 Are you a manber of the Joint Management Council? Yes/No 
5.5 Do you like to suggest any thing for the improvement of 
the joint management scheme. 
5.6 Do you think such committees can perform a useful func-
tion in promoting labour relations. 
PART - VI DISPUTES 
6.1 a) Have you taken part in any strike, during the period 
of your service? Mention each separately. 
b) What Were the reasons for the strikes ? 
c) Duration of strike. 
d) Do you think that the strike was justified ? 
e) Who supported you during the strike ? 
f) If the member of strikers in the company is small or 
mill what have been the main factors responsible ? 
g) Was the strike successful/partly successful/unsucce-
ssful ? Give reasons for success or failure. 
h) What were the results of such disputes ? 
i) V/ho represented you in case of any of your disputes? 
6.2 a) The only way to improve workers conditions of work 
i s t o s t r u g g l e . 
a) Strongly agree ( ) b) Agree ( ) 
c) Disagree ( ) d) Undecided ( ) 
b) S tr ikes have been very he lp fu l in r a i s i n g t he wages 
o-Y workers. 
a) Strongly agree ( ) b) Agree ( ) 
c) Disagree ( ) d) Undecided ( ) 
c) S t r i k e s make management r e a l i s e that workers a r e a 
b i g f o r c e . 
a) Strongly agree ( ) b) Agree ( ) 
c) Disagree ( ) d) Undecided ( ) 
6 .3 Do you think that i f the employees represent t h e i r cases 
d i r e c t l y and not through unions , i t would improve r e l a t i o n s 
with the management ? Yes/No 
6.4 What are yoursuggest ions for improving labour r e l a t i o n s 
i n the company, 
6 .5 Do you think that the employers and workers are two 
e s s e n t i a l wheels o f the product ive system and they must 
always co -opera t ive each o t h e r , „ /w 
Do you f e e l t h a t t h e i n t e r e s t s of employers and workers 
a r e so widely d i v e r g e n t t h a t c o - o p e r a t i o n between t h e two 
i s not p o s s i b l e ? ,^ ,^, 
PART - VII WORKERS A^^ TRADE ITT'IONS 
7.1 Are >ou a meisber o f anj-- t r a d e union ? Yes/Ko 
7 .2 ( I f yes) P l e a s e rrer. t icn tY e nare c f t h e u r i o n ? 
7 . 3 I s your Un ion- recogn i sed by t h e company. Yes/To 
7.4 Why did you jo in the union ? 
a) To get a r a i s e in wages 
b) To ge t a bonus 
c) To safe guard against victimization 
d) For improving and developing personality. 
e) There is strength in unity 
f) For getting help during strikes 
g) Eor better welfare facilities. 
7.5 Have you changed membership ? Yes/No 
7.6 If you are not a member please state the reasons for not 
Joining ? 
a) Fear of victimization d) Multiplicity of union 
b) Because unions are domina- e) Union does not do any-
ted by politicians thing subctantial 
c) Outside leadership ( ) 
7.7 Do you visit union office ? 
a) Daily ( ) c) Monthly ( ) e) Uever ( 
b) Weekly ( ) d) Occasionally ( ) 
7.fi Do you personally re»present your grievances to your 
supervisors ? Or do you represents your case through 
the union or staff council ? 
7.9 What work do you do for the union ? 
a) Collect funds ( ) b) Attending general body 
meetings ( ) 
c) P a r t i c i p a t i n g ( ) d) Canvassing support for 
i n d i scuss ion unions ( ) 
a t meeting 
e) Talking about the union with o the r Employees ( ) 
7.10 How far i s your union useful to you ? 
ft) 7%Ty useful ( ) c) Moderately useful ( ) 
b) Useful ( ) d) S l igh t ly useful ( ) 
e) Not a t a l l useful ( ) 
7,11 The union fulfills the interest of the leaders not the 
workers. 
a) Strongly agree 
c) Undecided 
7.12 I like my union 
a) Strongly agree 
c) Disagree 
7.13 I am willing to make 
a) Strongly agree 
b) Disagree 
) b) Agree ( 
) d) DisagreeC 
) 
) b) Agree ( ) 
) d) Undecided ( ) 
sacrifices for the union. 
) b) Agree ( ) 
) d) UndecidedC ) 
7.14 How much co-operation leaders of the union give to you ? 
a) High ( ) b) Moderate ( ) 
c) Low ( ) d) Nill ( ) 
7.15 Do you like 
a) One union ( ) b) More than one union ( ) 
7.16 In the past years to what extent bas the union been 
successful in negotiating with the company ? 
a) Successful ( 
c) Unsuccessful ( 
) b) Partly successful ( ) 
) 
7.17 (a) In successful cases, what were the main factors 
responsible for success in reaching agrements ? 
a) Solidarity of workers & employees 
b) Justified denands 
c) Capable union Leadership 
d) Co-operative attitude of management 
e) Others 
(b) I f the union ge ts you a higher wage, would l i k e 
to con t r i bu t e more to the union ? Yes/No 
7.18 What a re the fac to r s respons ib le for the f a i l u r e of 
the union i n nego t i a t ions ? 
a) Disunity of workers 
b) Unjus t i f ied demand 
c) Incompetent l eadersh ip 
d) Fon co-operat ive a t t i t u d e of the 
admin i s t r a t ion 
e) Others 
7.19 (a) Do you fee l confidence in your union l eade r s ? Yes/No 
(b) Are you able to devote much/some/notices to union 
a c t i v i t i e s ? 
7.20 Does your union provide welfare measures ? Yes/Fo 
7.21 Are you s a t i s f i e d with your un ion ' s welfare a c t i v i t i e s ? 
Yes/No 
7.22 Do you suggest any improvement in your un ion ' s a c t i -
v i t i e s ? Yes/No 
7.23 Are you benefi ted from the union ? Yes/Fo 
7.24 (a) Would you l i k e to have one union or more than one 
union ? 
(b) If there is more than one union in your establish-
ment, do you think that your causes would have been 
more successful if there were one union only ? 
7.25 Are you reluctant to attend meetings or join a trade 
union because of the fear of employer ? Yes/No. 
APPENDIX - IV 
I n t e r v i e v Schedule f o r Trade Union Leaders 
PART-I HISTORY AND STRUCTURE OF THE UNIOIT 
1.1 What i s t h e name of your union ? 
1.2 Address of t h e U n i o n ' s Of f i ce ? 
1.3 Address o f t h e Head O f f i c e , i f any 
1.4 Date o f e s t a h l i s h m e n t . 
1.5 R e g i s t e r e d o r n o t . 
1.6 Date o f R e g i s t r a t i o n 
1.7 Date o f Recogn i t ion by t h e company. 
1.8 Name of the C e n t r a l O r g a n i s a t i o n i f any , t o 
which a f f i l i a t e d . 
1 .9 What p o s t do you he ld i n t h e Union. 
1.10 In your o p i n i o n the f a c i l i t i e s provided to t h e 
r e c o g n i s e d Union by t h e company a r e : 
a) Adequate b) Less than adequa te 
c) No facilities provided. 
1.11 What is the strength of the union ? 
Workers 
Non-workers 
Total 
1.12 What is the percentage of your members in the 
union to the total strength of the employees ? 
1.13 Rate of subscription 
Relationship with the Apex. (Central Organisation of the Union) 
1.14 Rate of Subscription 
1.15 Number of Representatives sent to the Apex Union. 
1.16 Do you sometimes/Occasionally/never follow the 
instruction of the Apex Union ? 
1.16 (a) What i s the p rocedure of e l e c t i o n to t h e Apex Union ? 
1.17 Of f i ce B e a r e r s a-nl s t a f f of the Union 
A s s o c i a t i o n w i t h | Q u a l i f i c a t i o n 
g^- Name Des igna t ion ^^« ^^^^^^ ^^ the Academic/ 
No. '^ p r e v i o u s .veers ' T e c h n i c a l 
Ordinary Bearer 
__ ^^ .S^ ^^ r 
1. 
2. 
PART-II IHDUSTRIAI UNREST 
2.1 (a) Do your Union participated in any strike ? Yes/Mc 
(b) If yes, give the date of strike 
2.2 What are the reasons for disputes in your Department 
1, 2. 3, 4, 5, 
2.3 Which method of dispute settlement is more successful 
in your department. 
2.4 To what extent, in your viev, is the bargaining power of 
trade union. 
a) High ( ) b) Moderate ( ) 
c) Low ( ) 
2.5 'iftHniat a r e the d i f f i c u l t i e s i n c o l l e c t i v e bar{^aininr 
faced by you. 
2 .6 How many r e p o r t s of i n d i v i d u a l g r i e v a n c e s did you r e c o v e r ? 
2 .7 To what e x t e n t , i n your o p i n i o n , g r i e v a n c e s procedure i s 
working s a t i s f a c t o r i l y ? 
a) High ( ) b) Moderate ( ) 
c) Low ( ) 
PART - I I I RECRUITMENT. PROMOTION 
TRAINING. WELFARE. V/AdBS. CONDITIONS OF WORK 
3.1 Are you s a t i s f i e d with the methods of recrti i tment? Yes/No 
3.2 Are you s a t i s f i e d with t he method of promotion of the 
employees ? 
a) Satisfied ( ) b) Not satisfied 
3.3 Are you satisfied with the incentive scheme ? 
(a) 
a) Satisfied ( ) b) Not satisfied 
(b) If not what changes are needed ? 
3.4 Are you satisfied with the working conditions 
a) Satisfied ( ) b) Not satisfied 
If not what changes are needed ? 
3.5 Are you satisfied with the welfare facilities 
a) Satisfied ( ) b) Not satisfied 
3.6 Are you satisfied with the wage policy 
a) Satisfied ( ) b) Not satisfied 
3.7 Are you satisfied with the service conditions 
a) Satisfied ( ) b) Not satisfied 
) 
) 
PART ' IV VORKERS* PARTICIPATION IN DECISION MAKING 
4.1 Have you been a member of any committee ? Tee/No 
4.2 ( I f yes) which committee/committees* 
4 .3 What were the major dec i s ions taken. 
4 .4 Would you l i k e an inc rease in functions of the committee/ 
committees. 
a) Increase ( ) b) No increase ( ) 
4.5 Do you th ink tha t by and l a rge workers have a d e s i r e 
to p a r t i c i p a t e in dec is ion making ? ^ ,„ 
^ Yes/No 
PART > Y NEGOTIATIONS 
Type of Negotiations 
5. 1. Discipline Result 
2. Transfers/promotions Successful Partially Unsucce-
successful ssful. 
5, Working conditions 
4. Dismissal and discharges. 
5. Welfare activities. 
6. Social securities. 
7. Recruitment and selection. 
8. Others. 
6.1 Number of general meetings and resolutions passed during 
following years . 1980, 81, 82, 83, 84, 85, 86, 87, 68,89. 
6.2 Number of resolutions passed. 1980, 81, 82, 83, 84, 85, 
86, 87, 88, 89. 
1) Administrative 
2) Social and Cultural 
3) Welfare a c t i v i t i e s 
4) Social security measures 
5) Strikes 
6) Other disputes. 
7) Disputes j 
Type of No. of No. of Total No. No. of set t led disputes 
Disputes disputes workers of man Nego- Con- Arbi- Adju-Me-
during involved Days los t t i a - c l l i a - t r a - dica-dla 
the years t ion . t ion t ion t l on . t l o 
8) Str ikes: 
Iden t i f i - Date of s t r ike Duration of Causes,machi-
efttiOfi ef s t a r t i n g Ending s t r ike nery of Kesuit 
Siril?® settlement 
9.1 What i s the a t t i tude of Trade Union 
leaders towards the employers ? 
9.2 At t i tude of employers towardo workers. 
a) Violent ( ) b) Mi l i t an t ( ) 
c) Co-operative ( ) 
9 .3 Have the unions free access to the employer ? Yes/No 
10. Personal Data : 
10.1 JTame 
10.2 Age 
10.3 Education (a) General 
(b) Technical 
10.4 Date vhen join the factory 
10.5 Department 
10.6 Designation. 
APPENDIX - V 
INTBRVIEV SCHEDULE FOR CFFICERS/KANAGERS 
PART - I Rec ru i tmen t , T r a i n i n g , P romot ions , T r a n s f e r s , 
Absen tee i sm, and workinfc c o n d i t i o n s * 
Recru i tment J 
1.1 What a r e t h e methods adopted fo r r e c r u i t m e n t and s e l e c -
t i o n of works ? 
a) Through anployment Exchange ( ) 
b) Through Newspaper adve r t i s emen t ( ) 
c) Through s t a t e S e r v i c e Commission ( ) 
d) Any o t h e r ( ) 
1.2 What f a c t o r s do you t a k e i n t o c o n s i d e r a t i o n a t t h e t ime 
of s e l e c t i o n ? P l e a s e rank any t h r e e i n o r d e r , 
a) Do you conduct a t e s t 
b) Do you s e l e c t t ra inejd c a n d i d a t e . 
c) Do you s e l e c t h i g h l y exper ienced peop le 
d) Do you s e l e c t t h e peop le with minimvun q u a l i f i c a t i o n s 
and e x p e r i e n c e . 
e) Do you s e l e c t h i g h l y q u a l i f i e d p e o p l e . 
T r a i n i n g : 
1.3 (a ) Do you have a p p r e n c t i c e t r a i n i n g programme ? Yes/No 
(b) How many t r a i n e e s a r e be ing absorbed every yea r ? 
(c) I s t h e r e s p e c i a l t r a i n i n g for t e c h n i c a l s t a f f ? Yes/No 
Promotion : i 
1.4 (a) I s t h e r e any - romot ion p o l i c y ? Yes/No 
(b) I f y e s , how do you promote 
( i ) On t h e b a s i s of e x p e r i e n c e ( ) 
( i i ) On t h e b a s i s of e f f i c i e n c y ( ) 
(iii) On the basis of High Qualification ( ) 
(iv) Any other. 
Transfer : 
1.5 What is the basis of transfer ? 
(a) On request of individxial ( ) 
(b) On mutual basis { ) 
(c) On Punishment ( ) 
(d) On promotion ( ) 
Absenteeism : 
(a) Do you think that your department/workshop is 
facing the problem of absenteeism ? Yes/To 
(b) It is negligible/normal/acute. 
1.7 What are in your opinion the causes of absenteeism ? 
Please mark in order of sequence. 
i 
ii 
iii 
iv 
V 
vi 
vli 
viii 
ix 
X 
xi 
xii 
xiii 
Improper Training, placement & induction 
Inadequate 'j^ ages. 
Unsatisfactory working conditions. 
Bad Supervision. 
Frequent overtime and lessened rest period 
Lack of transportation facilities. 
Social and religious causes. 
Sickness and accident. 
Family troubles. 
Migratory character 
Cis-interested towards Job, 
Personal habits { Drinking, Gambling ) 
Any other. 
1.8 How in your opinion can the problem of absenteeism he 
solved ? 
i) Steps to be taken by the management, 
ii) Steps to be taken by the supervisor, 
iii) Steps to be taken by the welfare ^ .gencies. 
iv) Steps to be taken by the Union Members. 
v) Steps to be taken by the Welfare Department. 
1.9 Do you have any system of o v e r - t i m e work and Yes/No 
payment ? 
1.10 a) Are t h e r e any i n c e n t i v e schemes i n o p e r a t i o n to 
i n c r e a s e p r o d u c t i v i t y . Yes/No 
b) Give D e t a i l s ? 
Working Cond i t i ons : 
1.11 Have you implemented any scheme t o r educe t h e h a z a r d s 
t o l i f e , and t o s e c u r e t h e c o - o p e r a t i o n of empldyees 
i n p r e v e n t i o n of a c c i d e n t s *? 
1.12 I f no such scheme i s i n o p e r a t i o n , do you have any f u t u r e 
p l a n ? Yes/No 
Welfare A c t i v i t i e s : 
1.13 What t y p e s of Welfare a c t i v i t i e s i n your e s t a b l i s h m e n t 
a r e p rov ided by t h e managanent ? 
a) Canteen 
b} Medica l F a c i l i t i e s 
c) Subsidised Housing facility 
d) Education to employees children 
e) Any other facilities 
1,14 Are you satisfied with working conditions? 
a) Satisfied ( ) b) Not satisfied { 
1.15 Are you s a t i s f i e d w i th wel fare f a c i l i t i e s ? 
a) S a t i s f i e d ( ) b) Not s a t i s f i e d C ) 
PART - I I TRADE UNIONS 
2.1 a) How many un ions have you r e c o g n i s e d ? 
b) V/hat i s t h e b a s i s of r e c o g n i t i o n ? 
2 .2 To what e x t e n t do t r a d e un ions c o - o p e r a t e with t h e 
Management ? 
a) High ( ) b) Moderate ( ) c) Lo;« ( ) 
2 . 3 In your o p i n i o n f a c i l i t i e s provided to t h e r ecogn i sed 
union by t h e depar tment a r e : 
&) Adequate ( ) b) l e s s t han adequa te ( ) 
c) No f a c i l i t i e s a r e p rov ided ( ) 
2 .4 What i n your o p i n i o n a r e t h e r e s u l t s o f m u l t i p l i c i t y of 
un ions i n t h e company ? 
2 .5 What i n your o p i n i o n i s t h e i n f l u e n c e of t r a d e union 
l e a d e r s on t h e workers ? 
a) l i t t l e b) Much 
c) Good d) Bad 
2 .6 What i s your o p i n i o n about the t r a d e union l e a d e r s ? 
a) S i n c e r e / i n s i n c e r e ( ) b) P o p u l a r / u n p o p u l a r ( ) 
c) C a p a b l e / i n c a p a b l e ( ) d) S e l f i s h / u n s e l f i s h ( ) 
2 .7 Do you f e e l t h a t t h e workers a r e a n t a g o n i s t i c t o t h e 
msnagonent r e g a r d l e s s o f what i s done fo r t h e i r we l f a r e 
by t h e employed ? Yes/No 
PART - I I I WORKERS rARTlClPATIOr IN DEClSlCN-KAKING 
3.1 Do you favour w o r k e r ' s p a r t i c i p a t i o n i n dec i s ion -mak ing 
a) Favour ( ) b) Don ' t favour ( ) 
3 .2 a) Have you been a member of any committee ? Yes/l 'o 
b) I f y e s , which commi t t ee /commi t t ees . 
3.3 What are decisions taken in the meeting. 
3.4 How many of these decisions were implemented ? 
3.5 Do the workers' representatives participate in the 
discussion Tes/No 
3.6 Do you think that, workers have a desire to participate 
in decision making ? Yes/No 
3.7 How for workers are fit to participate in decision 
making ? 
a) High ( ) b) Moderate ( ) c) Low ( ) 
3.8 Woxild you like that workers* representatives should 
participate informing the service conditions ? 
a) Should participate ( ) 
b) Should not participate C ) 
3.9 DISPUTES : 
Vfhat i s your a t t i t u d e towards workers who a r e involved 
i n any d i s p u t e s wi th t h e management, 
a) They must be d i smi s sed ( ) 
b) They must be punished ( ) 
c) T h e i r problems should be solved ( ) 
PART - IV MACHINERY FOR SBTTILIKBHT OF INDUSTRIAL DISPUTES 
4.1 Kindly g i v e t h e d e t a i l s of d i s p u t e s which t o o l c p l a c e i n 
your d e p a r t m e n t / s e c t i o n . 
Type of a g i t a t i o n Kanageinent 's Trade U n i o n ' s 
and d a t e s t and ptand Resu l t 
4 . 2 In your view t h a t were t h e c h i e f r e a s o n s for d i s p u t e s ? 
4.3 Do you fee l t h a t c o l l e c t i v e bargain ing can be useful in 
improving Labour Relat ione in our s t a t e ? I t not , why ? 
4.4 Which do you favour in the se t t l anen t of d i sputes ? 
a) Conc i l i a t ion Voluntary/Compulsory 
b) Mediation Voluntary/Compvilsory 
c) A r b i t r a t i o n and Voluntary/Compulsory 
Adjudication 
4.5 Do you fee l compulsory a r b i t r a t i o n c u r t a i l s cont rac tua l 
freedom and e n t r i n l s avoidable delay and expenditure ? 
4.6 Col lec t ive Agreement 
SI . Nature of Management view Trade Unions 
No. Agreement in the proceeding view in the Your Remarks 
. £J2£55^i£5 
1 2 3 4 5 
4.7 To what ex t en t , i n your opinion, i s the bargaining power 
of Management, 
a) High ( ) b) Moderate ( ) c) Low ( ) 
4 .8 What a re the d i f f i c u l t i e s of c o l l e c t i v e bargaining ? 
4.9 How many r ep o r t s of Indiv idual gr ievances did you 
rece ive ? 
4.10 To what ex ten t , the grievance procedure i s working 
s a t i s f a c t o r i l y . 
a) High C ) b) Moderate ( ) 
c) Low ( ) 
4 . I t Do you find t h a t personal d i scuss ion with workers* r ep re -
s e n t a t i v e s and mutual consul ta t ion for b e t t e r labour 
r e l a t i o n s than the e x i s t i n g machinery for set t lement of 
i n d u s t r i a l d i sputes ? «. /„ 
Yes/No 
PART - V LABOUR MANAGMENT CO-ORDINATION 
5.1 Are the following s a t i s f a c t o r i l y working in your e s t ab -
l i shment . 
i ) Works Committees Yes/No 
i i ) Jo in t Council Yes/No 
i i i ) Staff Council Yes/No 
iv) Other Committees Yes/No 
5.2 a) What d i f f i c u l t i e s do you face in the implementation of 
Grievance procedure ? 
b) Suggest improvements ? 
1 . 
2. 
3. 
4. 
5.3 What has been the response of the workers to the grievance 
procedure ? 
a) NegOLtive ( ) b) Extremely Negative ( ) 
c) Ind i f fe ren t ( ) d) Post ive ( ) 
e) ExtrCTiely pos i t i ve ( ) 
5.4 What has been the response of the Trade Union to the 
grievance procedure ? 
a) Negative - ( ) b) Extremely negative ( ) 
c) Ind i f f e ren t ( ) d) P o s i t i v e ( ) 
e) Extremely p o s i t i v e ( ) 
MISCELLANEOUS 
5.5 In t he l i g h t of your experience to what extent do you 
th ink t h a t the workers ' r ep resen ta t ion in top management 
can mainta in co rd ia l labour r e l a t i o n s ? Yes/No 
5.6 Did you consul t workers o r union l e ade r s a t the time of 
framing s tanding orders for your es tab l i shment . Yes/No 
5.7 Do you think that workers or union leaders consultation 
while framing standing orders can be helpful in maintai-
ning harmonious labour relations in the establishment. 
Yes/No 
5.8 What are your suggestions for improving the labour 
relations in your establishment? Please give in order 
of priority ? 
1. 
2. 
3. 
4. 
5. 
5.9 What measures would you suggest to instal among the 
workers a sense of personal interest in the v.ork ard the 
progress of the establishment ? 
PERSO?JAL DATA PART -
6.1 
6.2 
6.3 
6.4 
6.5 
6.6 
- VI  
Name 
Age 
Designation 
Department 
Length of service 
Present salary. 
